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ABSTRACT 
In the current global market, companies are forming partnerships with other 
organisations with the aim of sustaining their competitive advantage. Most 
organisations participate in transactions such as mergers, acquisitions and joint 
ventures in order to maintain their competitive advantage (Sorge, 2002). 
South Africa forms part of the global market and is not immune towards the 
stipulated growth strategies. It is believed that South Africa has one of the highest 
unemployment rate internationally (Human Capital Mangement, 2005). There are 
various reasons that have contributed towards this perception; factors such as 
structural changes in the labour market have been highlighted as one of the factors 
that have contributed to the high unemployment rate (HCM, 2005). It is further said 
that when mergers and acquisitions occurs, structural changes are bound to occur 
(Greeve, 2008). 
Despite the constant merger activities that are occurring in various industries, 
research has shown that most mergers add no value or reduce shareholders value 
for the acquiring firm (Kusewitt, 2007).  
The primary objective of this research is to investigate how organisational behaviour 
is influenced in an acquired firm.There seems to be high level of uncertainity, trust 
and communication breakdown amoung employees of Kansai Plascon. This 
research will investigate whether this perception is related to the acquisition 
transaction that has occurred. 
The study will collect its primary data using a set of questionnaires that will be 
distributed to the employees of Kansai Plascon. The data will be analysed and 
interpreted. 
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CHAPTER ONE 
PROBLEM STATEMENT AND SETTING THE SCENE 
1.1  INTRODUCTION 
History shows that national economies were comparatively isolated from each other. 
It is further said that distance, time zones, language, national differences in 
government regulations, culture and business systems were also factors that 
contributed to the isolation of national economies (Naude & O’Neill, 2006). Currently 
the world is moving towards a point whereby national economies are merging into a 
mutually dependent global economic system, commonly referred to as globalisation 
(Hill, 2001). Globalisation, as mentioned by Peng (2009) is the close integration of 
countries and people of the world with the aim of improving economic growth, 
standards of living, sharing of technologies and cultural integration.  Hodges and 
Lathan (2004) postulate that the world of international business management is 
changing; one of the reasons for this change is the increase in foreign investments 
and trade which then result in bringing managers from one country into another. As a 
result, organisations find themselves in situations whereby they have to develop 
global management expertise in order to successfully compete in global market 
(Naude & O’Neill, 2006).  
The primary aim of most organisations is to make a profit. A profit is a difference 
between what it costs to produce and sell a product or service (Greve, 2008). Most 
organisations uses different strategies to increase profits, strategies such as adding 
value to the product so that the consumers can see the value for money of the 
product or organisations may lower the cost of production so that the cost of the 
product can be lower (Hill, 2002). Furthermore some organisations have tried to 
implement best practices such as lean manufacturing, which merely focuses on 
elimination of waste.  Pieterse (2010) and others have implemented best practices of 
mergers and acquisitions which are practices that involve one firm forming 
partnership with another firm. In this type of merger a new corporate identity is 
formed (Werner, 2011). 
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Empirical research suggests that mergers of firms sometimes realise corporate 
financial benefits and survival benefits; furthermore mergers can be achieved in a 
manner that includes the purchase or lease of shares, interest or assets of the other 
firm in question or through an amalgamation or other combination with the other firm 
in question (Dini, 2013). 
Mergers and acquisitions are complex processes that require proper planning from 
the beginning of their inception to the end (Steynberg & Veldsman, 2011). The 
famous question that is being asked when one firm is acquired by the other is 
whether the acquisition is genuine and sustainable. The failure rate of mergers and 
acquisition is very high and it is estimated to be more than 70% (Galpin & Herndon, 
2007). 
There are several factors that contribute to the failure of acquisition and mergers, 
factors such as culture clashes between the integrating organisations, staff 
engagement and resistance to change (Galpin & Herndon, 2007). Whether mergers 
and acquisitions are a success or not they cause trauma to those who are involved, 
which results in wide spread of emotions such as uncertainty, fear, aggression and 
depression (Ing, 2000). 
More mergers and acquisitions are forecasted in South Africa due to the foreign 
interest in South African assets and firm commodity prices (Gillingham, 2006), this 
means that if mergers and acquisitions fail frequently as being reported on the 
preceding paragraph will result in emotional trauma which will then affect the national 
psyche of the country beyond the boundaries of the organisation involved in the 
merger and acquisition (Ing, 2000). 
1.2 PROBLEM STATEMENT 
Mergers and acquisitions are used as a strategic option for organisation growth. 
Growth is one of the most important performance measures on which a firm is 
evaluated (Greve, 2008). Senior managers of firms therefore have an obligation of 
growing their business. However in order to enhance this obligation management 
need to come up with strategies of growth such as price inflation, economies of scale 
mergers and acquisitions (Lahovnik, 2010). 
      
 
 
 
3 
In this turbulent industry organisations are required to use different growth strategies 
in order to successfully position themselves with respect to their competitors and 
also to preserve and increase their profit margins (Kandzija & Filipovic, 2014). 
Kansai Plascon, formally known as Freeworld Automotive Coatings is not immune 
towards this growth strategy; hence it was acquired by a company known as Kansai 
Plascon. When acquiring of firms occurs, a wide range of stakeholders such as 
shareholders, managers, employees, customers and suppliers are affected. 
Acquisitions can have a positive impact on some stakeholders and negative impact 
on others. 
As mentioned by Kusewitt (2007: 155) that mergers and acquisitions are mainly used 
as a strategy for growth; however these strategies have their own risks. Werner 
(2011) defines risk as the probability of obtaining a desired outcome. Risks 
associated with acquisition may result in business failure and bankruptcy, a result 
which is both costly and disruptive to the owner and other stakeholders of the firm 
(Van Auken, 2009). Furthermore cultural differences between the bidder and 
targeted firm may result in a negative impact on the acquisitions long run return 
(Sutton, 2011). When firms are being acquired, changes in leadership and 
operational change are expected. These changes might put employees under 
pressure and can create tension between the firm’s stakeholders, which then result 
to negative production outputs (Bryce & Winter, 2009). 
1.3 RESEARCH OBJECTIVES  
The main objective is articulated below: 
Primary Objective 
To investigate how the organisational behaviour of an acquired firm is affected. 
Secondary Objectives 
In order to achieve the above primary objective, the following secondary objectives 
were formulated: 
To assess the relationship between staff engagement and acquisition 
 To investigate the  relationship between productivity and acquisition 
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 To understand the  current and new culture 
 To investigate new  operational behaviour 
1.4 PURPOSE OF THE STUDY 
The purpose of the study is to investigate factors that influence organisational 
behaviour of an acquired firm. 
1.5 RESEARCH METHODOLOGY 
The study had five chapters; while the research methodology covered the following: 
 Literature Study 
 Sampling Methods 
 Measuring instruments 
1.5.1 Literature Study 
Literature pertaining to factors affecting organisational behaviour was investigated. 
This literature gave insight of the topic to the researcher and also assisted in 
scrutinising other factors that are affecting organisational behaviour. The literature 
study also helped in designing a suitable research methodology for use in the 
empirical study. 
1.5.2 Sampling Methods 
Quota sampling was used for a total of 79 questionnaires. The targeted respondents 
were employees of Kansai Plascon based in Port Elizabeth and Johannesburg. The 
method of data collection was a questionnaire format, where a Likert scale was 
used. The sets of questions were given to the respondents and they were requested 
to give their perceptions on factors that may influence organisational behaviour of 
the acquired firm. The answers to the questionnaire were analysed in order to 
provide insight of the subject. 
1.5.3 Measuring Instruments 
A questionnaire consisting of four sections was given to the respondents. Section B-
D consisted of sub headings that are linked to the subject of study. The 
questionnaire was designed using the Likert-type scale format. The questionnaire 
consisted of both positive and negative questions. Furthermore, the questions were 
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closed and open ended. The questions asked were formulated in such a way that 
they reveal the impact of acquisition on the following factors: 
 Cultural differences 
 Staff Engagement 
 Productivity 
 Business Sustainability 
 Resistance to change 
 Organisational behaviour 
 Employees 
1.5.4 Research Design 
A multi- tiered research approach was followed in the study and the research 
comprised of six stages: 
1) Formulation and clarification of the research topic 
2) Literature review 
3) Adoption of research strategy 
4) Data collection  
5) Data analysis 
6) Compilation of research report 
1.5.5 Research Method 
The study followed a quantitative research approach; the researcher’s aim for this 
type of approach was to understand the impact of acquisition on the human element, 
since the positivism paradigm underlines the human element and behaviour in detail 
and can be observed and measured objectively (Welman, Kruger & Mitchell, 2005). 
According to Bryman and Bell (2007) quantitative research can be constructed as a 
research strategy that emphases quantification in the collection and analysis of data. 
Since the purpose of this study is to analyse factors that influence the organisational 
behaviour of the acquired firm, the research will be situated in the positivistic 
paradigm and will be quantitative. 
1.5.6 Pilot Study 
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A pilot study consisting of six respondents was formulated. The selected 
respondents were employees of Kansai Plascon from different levels within the 
organisation. The respondents were asked to respond on the content, wording and 
layout of the questionnaire. 
1.5.7 Data Collection 
The data collection technique that was used for the study was a questionnaire, 
comprising of four sections. The number of questions per section was as follows: 
Section A   : 6 Questions 
Section B   : 20 Questions 
Section C  : 20 Questions 
Section D  : 6 Questions 
1.6 STATISTICAL DATA ANALYSIS AND TECHNIQUES 
The data obtained from the survey was analysed using descriptive statistics 
techniques such as frequency tables, measures of central tendency such as 
arithmetic means, measures of dispersion such as minimum and maximum values 
and standard deviations. 
The regression analysis technique was also employed to test relationships between 
factors. During the data analysis stage, hypothesis tests were used including 
analysis of variance (ANOVA) and Pearson’s Correlation Analysis. The tests that 
were performed were based on a 5% significance level. The null hypotheses that 
were formulated were as follows: 
 H01 : Engagement of staff does not influence organisational behaviour in an 
acquired firm. 
 H02 : Productivity is not influenced by organisational behaviour of the acquired 
firm 
 H03 : Business sustainability does not influence organisational behaviour of the 
acquired firm. 
 H04 : Cultural differences do not influence organisational behaviour of the 
acquired firm. 
 H05 : Resistance to change does not influence the organisational behaviour of 
the acquired firm. 
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Correlation tests that calculate the relationship between two factors were measured 
and evaluated. The following measures were used as a guide towards correlation of 
factors: 
< 0.3   : Weak Correlation 
0.3-0.49 : Moderate Correlation 
0.5+  : Strong Correlation 
1.7 DELIMITATION OF THE RESEARCH 
The scope of the study focused on factors that influence the organisational 
behaviour of the acquired firm. 
1.7.1 Organisation  
Since Freeworld Automotive Coatings has been acquired by an international 
company named Kansai Plascon, the study will be focusing on Kansai Plascon 
which is an organisation that operates in South Africa with its manufacturing site 
situated in Port Elizabeth. Kansai Plascon was previously known as Freeworld 
Automotive Coatings and was acquired by a company known as Kansai Plascon in 
2011. 
Since the merger a lot has changed, not only the daily activities, but more to do with 
the overall brand and long term strategic plan. Since its rebranding as Kansai 
Plascon, the African business is now operating as the wider organisation’s cluster for 
the continent, with the aim of growing Kansai’s market share and increasing its 
overall footprint. The company strategy is to master the following attributes in order 
to achieve its vision of becoming number one coating company in Africa. 
1.7.2 Delimitation  
For the purpose of this study, the empirical research was limited to employees of 
Kansai Plascon who reside in Port Elizabeth and Johannesburg. 
1.7.3 People to be surveyed 
Kansai Plascon employees from all levels were part of the project 
1.8 DEFINITION OF CONCEPTS 
1.8.1 Acquisition  
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Werner (2011) describes acquisition as a merger between companies to form a new 
corporate identity that will be more reflective of one of the original company. 
1.8.2 Motivation 
Sorge (2002) states that “motivation is the force that is within us which arouses, 
directs and sustains the behavior”. The study will be looked at the behavior of 
personnel after acquisition. 
1.8.3 Culture 
The term culture as stated by Werner (2011) is defined as the common pattern of 
beliefs, assumptions, values and norms of behavior of individual and groups of 
people. 
1.8.4 Productivity 
Peng (2009) defines productivity as saleable outputs over resources used and the 
researcher investigated whether productivity has decreased or increased as a result 
of acquisition. 
1.8.5 Leadership 
Coetzee and Schaap (2006) define leadership as the art of leading others to 
deliberately create a result that would not have happened otherwise. 
1.8.6 Staff engagement 
Sorge (2002) states that staff engagement is an emotional connection that an 
employee feels towards his or her employer. The way the employee feels about the 
organisation tends to influence the employee’s behaviour and level of effort in work 
related activities. The more engagement an employee has with his or her company, 
the more effort they put forth. 
1.8.7 Organisational Behaviour 
Werner (2011) defines organisational behaviour as a scientific field of study 
dedicated to understanding, explaining and appreciating the many forces that affect 
behaviour in organisations and to make correct decisions about how to motivate and 
coordinate people and other resources to achieve organisational goals. 
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1.8.8 Resistance to change 
Resistance to change is a natural phenomenon but if ignored, it will hinder the 
change efforts and result in a waste of money and resources. 
1.9 OUTLINE OF THE STUDY 
The study comprised of the following chapters: 
Chapter 1 
 This chapter provides an introduction, setting of scene, problem statement, research 
objectives, sample, and measuring instruments. 
Chapter 2 
Focus on the literature study that underpins the research problem. 
Chapter 3 
The methodology of the study is discussed. This includes the research approach, the 
sample, measuring instruments and data analysis procedures. 
Chapter 4 
Provides empirical results that are reported and interpreted. 
Chapter 5 
The empirical results are discussed and conclusions are drawn. This chapter also 
includes recommendations to managers, limitations of the study and the highlighting 
of areas for future research. 
1.10 SUMMARY 
Chapter one has provided the background of the study and how it was executed. 
The chapter has also provided a broad overview of the research approach followed 
and the techniques employed during the analysis of data. The literature review of 
acquisition and factors that influence organisational behaviour will be discussed in 
the next chapter.  
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CHAPTER TWO 
THE ANALYSIS OF MERGERS AND ACQUISITIONS 
 
2.1 INTRODUCTION 
Mergers and acquisitions occur for a variety of reasons, although the expected result 
of improving a company’s competitiveness or adding value to a company is generally 
the ultimate objective of any merger and acquisition (Halibozek & Kovacich 2005). 
Activities that precede a merger or acquisition may vary greatly and a vast majority 
of mergers and acquisition rely on synergies in the value creation process (Kode, 
Ford & Sutherland 2003). A synergy, as explained by Benecke, Schurink and Roodt 
(2007), is a concept describing the systematic processes whereby business units of 
diversified organisations may generate greater value through working as one system 
rather that working as separate entities. In the mergers and acquisitions literature, 
synergy usually refers to financial synergy that is gained through the merging of 
conglomerates (Benecke, Schurink & Roodt 2007). 
Mergers and acquisitions may be large or small.  They may involve a single product, 
single or multiple technologies or an entire company. They may help one company 
expand its market share or help another company just survive in its chosen business 
(Kode, Ford & Sutherland 2003). However not all mergers and acquisitions succeed; 
others fail. About 40-50% of acquisitions fail to meet their objectives. This failure 
generally means that the merger or acquisition did not achieve what it was expected 
to achieve (Halibozek & Kovacich 2005). Other acquisitions fail to create shareholder 
value for the buyer, not because of poor valuation techniques but through either a 
failure to evaluate synergies at all or through payment of excessive premiums 
relative to the potential synergies that could not be realised from the merger (Kode, 
Ford & Sutherland 2003). Another reason for failure on mergers and acquisitions is a 
culture clash between the integrating organisations (Galpin & Herndon, 2007). 
 On the positive side, acquisitions bring economic growth to the country in which it 
has been conducted. This is further postulated by the Ernst and Young South Africa 
mergers and acquisition report (2013) which stipulates that mergers and acquisition 
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deals that were concluded in South Africa were about to the value of R513 753 
million. During this time the South African GDP was about R2016 trillion. The total 
percentage of these deals amounted to 0.029% of the South Africa’s GDP (Weaver, 
Keys and Tayser, 2008). 
As a result of foreign interest in South Africa, more mergers and acquisition activities 
are forecast for South Africa. If mergers and acquisitions fail or succeed partially, the 
emotional trauma associated with mergers and acquisitions would affect the national 
psyche of a country beyond the boundaries of the organisations involved in the 
mergers and acquisition (Gillingham, 2006). Thus whether mergers or acquisition are 
effective or not, the people integration process has a direct impact on the trauma 
experienced by people during mergers and acquisitions. Mergers and acquisitions at 
times result in widespread of emotions such as uncertainty, fear, aggression and 
depression (Ing, 2000). 
Previous studies have emphasised strategic fit and financial factors in mergers and 
acquisition, but have failed to provide consistent explanations for mergers and 
acquisition outcomes (Haleblian, Devers, McNamara, Carpenter & Davison, 2009). 
Studies that have been done recently are making an emphasis on evaluating the role 
of sociocultural factors in mergers and acquisition (Weber and Fried, 2011).  This 
field of sociocultural issues involved in the integration of the merging firms is a 
growing field especially in mergers and acquisitions (Cartwright & Schoenberg, 
2006). This field includes important factors such as human resources and culture 
(Stahl & Voigt, 2008). Together these factors are important determinants of mergers 
and acquisition (Stahl et al., 2013). 
2.2 DRIVERS OF ACQUISITION 
When companies merge, acquire or are acquired by other companies, the corporate 
strategy is the main driver of decision making. The decision making may either be to 
achieve economies of scale, to expand their market and internationalise, to spread 
their risk and to respond to radical changes in the industry (Kumar, 2009, Schuler & 
Jackson, 2001). The meta- analytical studies of King, Dalton, Daily & Covin (2004) 
show that for target acquisition companies positive results are obtained and for 
merging and bidder acquisition companies, positive results are not obtained. In the 
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management literature, research has shown that mergers and acquisitions have an 
influence on organisational performance (Reeves and Edwards, 2009). However the 
literature on the impact of mergers and acquisition on organisational performance 
provides inconclusive results. Financial research has focused on creation of wealth 
to companies involved in mergers and acquisition (King et al., 2004). 
Mergers and acquisition are major organisational life events that generate great 
internal turbulence and casual ambiguity. The casual ambiguity is not only present at 
the interfirm level as a result of cultural differences that may hinder knowledge 
transfer in the post-acquisition stage, but also at the interfirm; level in particular to 
middle management who are the major strategy implementers. Human resource 
management plays a major role in the integration processes of change management. 
Their involvement mainly focuses on establishing systems to promote trust among 
organisational actors in the merging firms and to create an organisational 
architecture that ensures motivation for cultural integration, with regard to rewards, 
skills development and workforce development (Laksham, 2011). 
Research that has been done showed that the hard issues are well studied and 
understood. Concepts like financial performance and security, debt, market share, 
service fit, reputation and valuation are rarely overlooked. The less technical or 
softer issues rarely receive the same level of attention; however they are the very 
same issues that cause the majority of the mergers and acquisition to fail (King et al., 
2004). The soft issues that are referred to are the people. The people are the main 
driver of acquisitions and mergers irrespective of their position, race, sex and ability. 
If people are not involved the following may result:  
 Key  managers and scarce talent may leave unexpectedly 
 Valuable operating synergies may evaporate as a result of cultural differences 
 Cuts in pay or benefit programmes may create ill will which may reduce 
productivity. 
Senior management have an obligation to communicate its business rationale or its 
goals for the new company (Stup, 2005). Many acquisitions deals make good 
business sense but they are implemented without much practical sense (Laksham, 
2011). Senior management fails to give due consideration to just how little control 
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they actually have over the success of the merger and acquisition. It is important to 
know that in the face of shocking data, the finance, the shareholders or market share 
will not implement the deal. Even senior management will not make the deal work. In 
the end all of these things will either promote or allow the deal to happen, but they 
actually don’t make it (Stup, 2005). 
Stup (2005: 34) point out that on a soccer field the owner or coach can promote the 
concept of winning and provide all the necessary training and development to allow 
the players to achieve the number of goals in order to win the game. In the end both 
the coach and the owner are standing on the side during the match, it is the players 
that must go out and do what the owners and coach want them to do. Firms are no 
less dependent on their human capital hence it is important for firms to invest in them 
as they are the drivers of any transaction that can be conducted. Stup (2005) further 
postulates the following on drivers of acquisition: 
I. Companies need to ensure that they do not leave the human factor out of 
their merger and acquisition process, this can be fulfilled by ensuring that the 
following happens: 
II. Before any merger can takes place, leaders of both organisations must plan 
equal amounts of attention and resources to the human capital as well as the 
financial capital. 
III. They need to conduct a thorough SWOT analysis to discover the cultural 
differences that are existing and try to understand the impact of those 
differences. 
IV. They need to be truthful and more open with information. 
V. They need to make sure that as much attention and weight is given to non- 
financial issues as is given to financial ones (Stup, 2005: 35) 
The corporate value is created from three major sources within the cycle- from 
employees, from process, and from customers or investors through reinvestment 
and acquisition. In order for these drivers to achieve a competitive advantage, they 
need to create more value than its competitors in the industry (Lin, 2006). Firms 
should therefore explore the positive drivers of customer value creation as this will 
then allow for a true value creation that will then lead to increments in 
competitiveness. 
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2.3 TYPES OF MERGERS AND ACQUISITION 
Mergers and acquisitions can be very large and complex. Companies are engaging 
themselves for various reasons. Mergers and acquisition can be further 
characterised into different categories that are better described by the nature of the 
transaction (Kode, Ford & Sutherland 2003:220). Mergers and acquisition can be 
classified under the following transactions: 
i. Acquisition of total assets  
ii. Acquisition 
iii. Merger 
iv. Divestiture 
Further discussions on these transactions are detailed below: 
2.3.1 Acquisition of total assets 
This transaction occurs when one company purchases the total assets of another 
company. The acquiring company may liquidate the purchased company, selling off 
all of its assets for their individual value. The acquiring company may also break up 
the company it purchases into different business units or products lines and sell 
some or more. The break-up is usually done after assessing the business unit or 
product line and establishing that it is not part of the strategic direction of the 
company (Halibozek and Kovacich, 2005). 
The acquiring company may choose to keep the entire company it purchased and 
integrate it into itself. This strategy often creates a larger company from two smaller 
companies. The intention of doing this is to capitalise on the capabilities of both 
companies as they are shaped into a single new company. The synergy created 
from this new company will benefit stakeholders financially ensuring the creation of 
new technologies and expansion of product lines. All of this could be used to 
improve the existing capabilities of the new company (Halibozek and Kovacich, 
2005). 
There has been a growing trend throughout the world of companies merging and 
acquiring others. These companies enter into such arrangements to consolidate their 
power and control over tangible and intangible assets (Shleifer & Vishny, 2000). 
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Although the acquiring firms have benefited from merger and acquisition transactions 
there are negative and marginalising aspects of merger and acquisition transactions 
some of which include imbalance distribution of benefit between the acquired and 
acquiring firm (Olusola & Ojenike, 2012). 
Researchers on mergers and acquisition have pointed out that the magnitude of 
economic gains will depend largely upon the cultural fit between the two combining 
firms (Ecko & Thorburn, 2007). Further arguments suggest that management of 
acquired firms should be retained after the completion of merger and acquisition 
transactions, since the acquiring firms regard the knowledge of the management as 
a valuable asset (Olusola & Ojenike, 2012). 
The assets that can be acquired during the acquisition process can be in the form of 
employees, sales or customers. Since employees are one of the company’s greatest 
assets and biggest challenge, they are the ones who possess and use their 
knowledge and skills to make their company successful and they also provide a 
competitive edge for that company. It is natural that there are many other factors that 
are important towards the success of a firm; however, no company achieves success 
without employees (Olusola & Ojenike, 2012). Sales are another contributing factor 
to the total assets; if an asset has a good value it can be sold and can generate 
revenue which then contributes to the total asset of the firm (Halibozek and 
Kovacich, 2005). 
Customers are also valuable assets for the firm but they can be costly to acquire and 
retain. The assets that have been mentioned are the tools that enable a company to 
produce and sell products (Halibozek and Kovacich, 2005). 
2.3.2 Acquisition 
On this type of transaction there is no intention of acquiring the whole company. The 
acquiring company is only interested in obtaining a specific business unit or product 
line. The acquiring company makes the determination that it would benefit from the 
addition of a new technology, a new product or an expansion of its existing product 
line. Purchasing an established product line or newly developed technology is a 
much more expedient way to expand market-share or add capabilities than to grow 
or developing it from within (Halibozek & Kovacich, 2005).  
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Acquisitions and alliances can be used to overcome failure that can be experienced. 
Both acquisition and alliance offer ways of enhancing resource bundles when an 
organisation’s current capabilities are not sufficient to achieve desired outcomes. 
Since acquisition is a transaction on which one firm buys controlling interest in 
another firm and the acquired business becomes a subordinate of the acquires 
portfolio, alliances are formed between the two firms. The partnership that is created 
between the two firms is one where their resources, capabilities and core 
competencies are combined to pursue mutual interests. These two attributes can 
lead to similar synergies with regard to providing access to resources that are 
complementary in nature to the resources that the firm already controls (Shepherd & 
Wiklund &, 2009). 
Acquisitions are becoming a popular strategic option for the organisation. From the 
early 80s countries have witnessed an increase in mergers and acquisitions between 
firms of different sizes and different industries.This increase of transaction does not 
seem to show signs of diminishing in the near future (Karunaratne & 
Wickramasinghe 2009).Organisations that are involved in mergers and acquisition 
differ in their ability to achieve synergistic benefits, benefits such as resource 
portfolios. The resource portfolio determines the upper bound of the firm’s value 
creation potential; however the value creating potential of the resources portfolio 
increases when the resources acquired are complementary to the existing ones. The 
joint use of resources can yield to a higher total value than the use of each set of 
resources independently (Shepherd & Wiklund &, 2009). 
When mergers and acquisition are established, a synergy needs to be created; 
however it appears that achieving synergies is not a matter of adding complementary 
resources that are available but to differentiate between the potential values of 
resources and the realised value. In most cases firms are using market mechanism 
for exchanging resources external to the firm but they experience difficulties in 
valuing resources and potential opportunistic behaviour of contracting parties, which 
can lead to failure of the market for resource exchange (Karunaratne & 
Wickramasinghe 2009). 
As an alternative to the market mechanism, firms can use two types of external 
mechanisms for resource exchange, namely alliances or acquisitions (Wiklund & 
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Shepherd 2009). An alliance as mentioned by Halibozek & Kovacich (2005), is a 
union relationship or connection by common interest. Business alliances can be 
quite complicated as each company brings to the agreement its own assets, 
agendas, and proposals. This relationship will continue until operating processes, 
performance indicators and problem resolution methods are established. During this 
process conflict can develop but if not controlled it can erode trust and strong 
partnership (Shleifer & Vishny, 2000). 
As mentioned in the preceding paragraphs mergers are transactions in which 
corporations are legally absorbed into another, and the surviving corporation 
succeeds to all the assets or liabilities of the absorbed corporation. There are no 
separate transfers for the assets or liabilities. The entire transfer occurs by operation 
of law and must be approved by the stockholders of each corporation that is a party 
to the acquisition process (Reed & Lajoux, 2000). 
For these reasons, acquisitions are performed in the hopes of realising economic 
gain. For such transaction to be justified the two firms involved must be worth more 
together than they were apart (Olowoniyi & Olusola, 2012: 7). 
2.3.3 Merger 
This transaction involves the combining of assets and resources and offers the 
opportunity of cutting costs while boosting the productivity of Human Capital 
Management (Anon., 2006). This combining of assets brings two companies 
together to form a single new company. Both companies agree to come together, 
generally as equal partners with each bringing something unique to the union. This 
type of relationship is a give and take relationship, whereby each company brings 
something the other lacks, thereby improving the capabilities of the newly created 
company. The new company is expected to capitalise on synergies and efficiencies 
gained from the two companies working together and producing something better 
than either could have produced by themselves (Halibozek & Kovacich, 2005). 
 The problem with merging is that these two companies that are merging have 
different policies, procedures and culture that create stress for all the people 
involved. The survivors from both companies will have to deal with new people, new 
systems, extra work and loss of co-workers and friends. The success of a merger 
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depends on open communication during the transition and the needs, perceptions, 
concerns and fears must be attended to during this process (Anon., 2006). 
According to the international Mercer Human Resource Consulting group (2006) the 
risks and opportunities inherent in the human organisation will make or break the 
chances of success of a merger. It is important therefore to maintain employee 
morale and retaining key employees, despite the usual draining effects of major 
change. 
During merger transactions, two types of transactions can occur: 
 Reverse merger 
 Forward merger 
 
Reverse merger 
In this type of merger, the acquirer is absorbed by the acquiree. The shareholders of 
the buyer get stock in the acquired corporation and the shareholders of the acquired 
corporation receive the consideration agreed to; that is, the shareholders of the 
acquired firm will exchange their shares in the corporation for cash (Reed & Lajoux, 
2000). 
Forward merger 
In this type of transaction, the acquiree merges into the acquirer and the 
shareholders of the acquired company exchange their stock for the agreed upon 
purchase price. (Reed & Lajoux, 2000).On merging a totally new company can be 
formed out of the merged companies; one company can merge its assets with 
another which retains control over the assets of the two companies. Further to this a 
number of companies can merge with each other, whereby one of them will be a 
holding company of all the other companies but each will retain its own separate 
legal identity (Anon, 2006)  
Although both forms of mergers convey the assets in the same simple manner, in the 
forward merger, assets end up in another corporate shell. This may violate the lease 
and other contract restrictions the same way a direct asset transfer does (Reed & 
Lajoux, 2000). 
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Consequently mergers can be used as a strategy that enables firms to have 
corporate control of the acquired firm; however corporate control can be limited to 
various statutory provisions. Firms that engage themselves in these control 
transactions can exercise a massive influence in their differing markets through the 
control of those markets (Anon, 2006).  
2.3.4 Divestiture 
A divestiture is a transaction that results in the sale of a business unit or product line. 
A divestiture may occur when a company chooses to sell one of its product lines to 
another company (Halibozek & Kovacich, 2005).The majority of companies 
undertakes a divestiture when they dispose of or sell a business unit. Divestitures 
are often aimed at improving the company’s strategic, organisational and financial 
outcome (Moschieri, 2010). 
Divestiture transactions cause substantial restructuring of assets, liabilities and 
ownership. They can also have a major impact on the parent firm’s risk. However 
divestiture can affect a firm’s risk due to the influence they have on the corporate 
strategies implemented by managers and therefore influence the scope of 
operations. When a firm divests units, divisions or other assets, it may be able to 
structure executive compensation to better align the interests of managers and 
shareholders (Modura & Murdock 2012). 
A corporate divestiture can take one of two forms: 
 Spin-off 
 Sell- off 
In a spin-off, the assets divested form a new independent firm with the shareholders 
of the divesting company receiving shares in the new company (Bhana, 2004). 
Furthermore in pin-off, a firm distributes shares of a subsidiary to its shareholders on 
a pro-rata base so that they retain the same percentage ownership in the parent firm 
and the new business entity. No revaluation of assets that takes place in accounting 
for the spin off but the primary effect is that the subsidiary becomes a separate 
decision making firm which then results in separation of control from the parent’s firm 
management (Bhana, 2004: 60).  
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In a sell-off a different principle is used. Sell offs occurs when a firm sells part of its 
assets to another firm. The buying firm does not purchase the whole of the selling 
firm but only part of the seller’s assets. Most firms pursue operating, strategic or 
funding objectives when deciding to divest assets (Bhana, 2004). 
There are many reasons that may force companies to sell their assets. In business 
cash is king, the decision to divest a portion of the company assets is made at the 
highest levels of the company (Halibozek & Kovacich, 2005). It is usually a strategic 
decision with a focus on long term growth and opportunities; however it may be a 
decision of survival as it may be necessary to convert assets into cash. Any 
company that chooses to divest a portion of its business is determined that the 
potential divestiture is to its advantage.  As mentioned by Halibozek & Kovacich 
(2005), companies may divest due to the following reasons: 
 A need for cash 
 Not part of the company’s long term strategy 
 
A  Need for cash 
Firms may be in need for cash as a result of sales and profit that may be down; 
furthermore the company may be in the downward portion of the business cycle and 
also the company may need to reduce debt and eliminate high interest payments. It 
may also want to purchase a product line or business unit from another company, so 
in order to raise the money to take that action, it must divest a portion of the 
business it no longer needs or is not in line with its long term strategic objectives 
(Moschieri, 2010). 
Not part of the company’s long term strategy 
Another reason to divest an asset or a business is driven by changes in the market 
place. As a consumer demands change so does the market place. As a result these 
companies will change and focus on what they perceive to be the demands of the 
market place, they may choose to enter and exit different markets. As a result of 
these changes companies divest a specific product line simply because it no longer 
fits into its long term strategic plans (Halibozek & Kovacich, 2005). 
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In summary, the success of divestiture depends on the management of the whole 
process; there should be mutual agreement between both the buyer and the seller. 
People and systems must be separated from the divesting company and transitioned 
to the acquiring company as quickly as possible. The longer it takes to complete the 
separation, the more cost the divesting company will incur (Ing, 2000:130).  
2.4 EXPECTATIONS FROM MERGERS AND ACQUISITIONS  
 According to Kode, Ford and Sutherland (2003), most companies participate in the 
exercise of mergers and acquisition in attempts to position or change themselves to 
be more competitive in its future market place. This competitive advantage can be 
achieved by aligning the company in such a way that its strategic capabilities are 
consistent with the future anticipated performances and expectations of the 
marketplace. Since mergers and acquisition have the potential of adding value to 
companies, many companies participate in this journey for the following reasons: 
 Attaining greater market share and reach new markets  
 Creating new synergies such as enriching the existing company talent 
 Capitalising on efficiencies through economic of scale 
 Expanding of knowledge capital 
 Integrating management experience  
 Expanding distribution channels that may provide a competitive edge 
(2003:187). 
While mergers and acquisitions can be undertaken for many different reasons, the 
role of speed and the quest for strategic assets are pointed out as being especially 
important. Mergers can be horizontal or vertical in nature. Horizontal mergers and 
acquisitions are more popular since the acquires or purchaser has a greater chance 
of adding value to the acquired firm. Mergers and acquisitions occur in waves and 
during these waves, significant volumes and values of transactions take place with 
major industry restructurings occurring (Agbloyor & Abor 2011). 
As discussed in the preceding paragraphs, there are many reasons why companies 
pursue the path of mergers and acquisitions. Of all the reasons mentioned earlier the 
most important goal is to create value. Mergers and acquisitions are therefore 
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carefully chosen strategic actions undertaken to enhance the capabilities of a 
company with the intent of improving immediate or long term profitability (Halibozek 
& Kovacich, 2005). As a result, mergers and acquisitions are therefore never done to 
reduce value, increase costs or decrease profits.  
During mergers and acquisitions a partnership is created between the two firms. For 
the partners involved, the acquisition events represent continuity as well as change. 
These partners from acquired units need to undergo workplace changes that were 
not experienced by partners from the acquiring unit. Further to this a synergy needs 
to be created between these two partners. This synergy is, however, only able to add 
value if the partnership creates value. Mergers and acquisitions are therefore driven 
by value creation (Briscoe & Tsai 2011). 
2.4.1 Why mergers fail 
The success of mergers and acquisition can be measured by assessing economic 
value added, the efficient use of resources and its impact on the organisational 
culture (Birkenshaw et al, 2000). Merger and acquisition transactions have many 
unknown conditions, regardless of how much planning goes into the evaluation of 
the deal, since future conditions always remain unknown (Halibozek and Kovacich, 
2005). The following factors address some of the reasons why mergers and 
acquisitions fail (Briscoe & Tsai 2011). 
i. Bad Management and personality problems at the senior level 
ii. Inability to successfully integrate the newly acquired business unit into the 
acquiring company 
iii. Overestimation of synergies 
iv. Cultural differences 
v. Corporate identity. 
Some firms see acquisitions as a quick fix for whatever they feel is missing in their 
company. The reasons for many firms to opt for acquisition vary. These reasons vary 
ranging from entrance into the new markets and access to suppliers and customers 
to better management and added labour pool. However the enthusiasm has resulted 
in companies hurrying to take advantage of the benefits that acquisitions are 
purported to provide (Anon, 1999). 
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Acquisitions may lead companies into an unknown world, one that many do not know 
how to approach.  Drastic decisions made during the acquisition process as a result 
of benefits associated with acquisition result in mergers that should have succeeded 
to fail (Birkenshaw et al, 2000). 
2.4.1.1 Bad management and personality problems at the senior level 
Executives of firms involved in the transaction of acquisition spend considerable 
amount of time and effort working to successfully plan the merger or acquisition, 
taking it up to the closing of the deal. During the acquisition process, the 
management team do not always agree on strategy or tactics; as a result 
disagreements, bias and animosity can develop. If this situation is not controlled 
properly in the early stages of the transaction, it could develop into challenges that 
later during the process could be problematic. It may also create a situation in which 
more attention and effort are spent on dealing with these problems and conflict than 
is spent on the success of the transaction (Birkenshaw et al, 2000).  
Senior management of the acquiring company must gain the trust of all employees, 
particularly those employees who were part of the acquired. This can be achieved if 
the management is leading by example and walking the talk. The best way to 
accomplish this goal is through open, frequent and honest communication. Failure to 
adherence to these needs may result to acquisition failure (Halibozek & Kovacich, 
2005). Communication needs to flow up, down and across the company hierarchy 
and questions, concerns and issues raised by the employees need to be heard and 
answered by management and leadership hence it is important for management to 
have the know-how principles including emotional intelligence (2005: 45) 
2.4.1.2 Inability to successfully integrate the newly acquired business unit into the 
acquiring company 
When all stakeholders involved in the acquisition process and the process is 
complete, the integration of the new business unit into the acquiring company must 
be accomplished swiftly and complete. Failure to do this will affect the management 
team’s ability to achieve cost reduction in the short and long run. Secondly if there is 
a slow movement of integrating the two companies into the new company, it will limit 
all early gains or successes. (Shepherd & Wiklund, 2009).  
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Before any firm participate in this type of transaction, they should look long and hard 
at their current processes and services, they need to analyse and scrutinise their 
own characteristics before looking at the characteristics of other firms. This self-
introspection will help to put the firm’s needs in perspective (Anon, 1999). 
2.4.1.3 Overestimation of synergies 
Acquisition teams can find themselves caught up in the euphoria or energy of 
making the deal and make an overly optimistic assessment of the potential benefit of 
the merger or acquisition. They may overestimate the gains they expect to achieve 
by capitalising on synergies and eliminating redundancies. When this happens, 
expectations are difficult to achieve as optimism slams right into reality (Halibozek & 
Kovacich, 2005). Synergies may have different sources. Financial synergies arise by 
reducing the cost of capital of the firm, for example through tax benefit or improved 
leverage (Homber, Rost & Osterloh, 2009). Other sources of synergies are larger 
economic of scale and scope. 
2.4.1.4 Cultural differences 
Cultural integration is a major factor in these failures. Bringing two different 
companies together, each with its own distinct culture calls for the creation of a new 
culture. The intent should be to maximise the strengths from each of the heritage 
company cultures and minimise the limitation (Halibozek & Kovacich, 2005). The 
values and norms of a culture do not emerge fully formed, they evolve over time in 
response to a number of factors, including prevailing political and economic 
philosophies, the social structure of a society and the dominant religion including 
language and education (Hill, 2013). 
A society’s culture affects the values found in the workplace; hence it is imperative to 
know and understand the culture of that society as it may have an influence in the 
success or failure of acquisition. Management processes and practices need to vary 
according to culturally determined work related values in order to enhance success 
of mergers (Hill, 2013).    
2.4.1.5  Corporate identity 
When mergers and acquisitions are formed, a new cooperate identity is established. 
This change needs to be recognised and accepted by all employees. Leadership of 
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the company must therefore establish the new identity and foster its development. 
Failure to recognise the need for shaping a new identity ignores the importance of 
acknowledging a new company identity and culture (Halibozek & Kovacich, 2005). 
Mergers and acquisitions can take several forms such as a statutory merger and 
subsidiary merger. In a statutory merger two firms come together under one legal 
identity. This can be the identity of the acquirer or target company or one that is 
newly developed. A subsidiary merger is when two companies merge but the target’s 
identity is associated with a subsidiary or part of a subsidiary of the acquires 
(Rosson, Mary & Brooks, 2004).   
Corporate identity is one of the most valuable assets of an organisation and must be 
managed with care. One of the most testing times for a corporate identity is when an 
acquisition occurs. When mergers and acquisitions occur an important question that 
arises is what corporate identity should the post-merger entity adopt (Rosson & 
Brooks, 2004)? 
As mentioned by Rosson & Brooks (2004) at most mergers fail due to little concern 
for integration of the two companies. Integration of the two companies results in the 
formation of one image which then describes how the company is perceived by 
outsiders; however the image reflects how the identity that has been created and 
projected is received. This identity will give a state that reflects an individual’s 
willingness to define him or herself as a member of a particular firm. 
2.4.2 Success factors of acquisition 
As means for reallocating assets within the economy, acquisitions affect both the 
acquirers and the rivals, when firms are targeted for takeover. The target firm’s share 
price usually rises while the acquiring firm’s share price usually falls or remains 
constant( Largay and Ran, 2009). 
During recent years, mergers and acquisitions have become one of the most 
accepted business strategies that organisations adopt to help improve their 
performance and sustain competitive advantage (Pablo & Javidan, 2004). Mergers 
and acquisition can occur in either a hostile or friendly environment. In both cases 
the competitive advantage of mergers is to acquire sufficient shares in order to 
increase the level of control, to gain ownership of another organisation, to increase 
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market share and to maintain one corporate identity by gaining an organisations core 
capabilities. (Kongpichayanond, 2009).The success of a merger or acquisition 
depends on number of variables such as: 
 Preparation 
 Communication 
 Leadership 
 Understanding of cultural issues  
 Preparation 
The most crucial element of successful merger or acquisition is in the preparation 
that occurs prior to the casting of the deal. The second most important element in the 
preparation stage is the formation of the new leadership and organisational design of 
the combined company (Bruckman, 2001). 
Communication 
Communication is regarded as one of the important factors throughout the entire 
merger and acquisition process. Its effect on employees through this trying time is 
pervasive and significantly influences the adoption of a new culture (Swanepoel, 
2001). 
Leadership 
The role of top management is crucial in determining the eventual success of a 
merger hence it is vital for leadership to be well informed of the process of 
acquisition. A successful merger is above all characterised by visible and strong 
management which is able to collect the different sub-cultures as well as to create a 
joint free identity and organisational structure (Bruckman, 2001). 
 Understanding of cultural issues  
Understanding different cultures and where and how to integrate them quickly is vital 
to the success of an acquisition (Swanepoel, 2001). 
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2.5 MARKET ANALYSIS OF ACQUISITION 
There are many factors that contribute to the condition of the global economy. These 
factors range from routine changes in normal business cycle conditions, to the 
confidence of investors and consumers (Halibozek & Kovacich, 2005). The growth of 
foreign economies and government policy all have an impact on the national and 
global economic conditions that we experience in our daily lives. This is no different 
for businesses; since the aim of mergers and acquisitions is to generate gains for 
shareholders and include differential efficiency and market integration (Shleifer & 
Vishney, 2002). Research that has being carried by Wimberley and Negash (2004) 
indicate that mergers and acquisition create value even though most of this value 
accrues to the target firm. Research in the USA and UK indicates that the 
shareholders of the target firms experienced gains between 16% and 45%. Acquiring 
firm’s shareholders, on the other hand, experienced abnormal returns ranging from -
1.1% to 7.9%. Research in South Africa also supports the international findings. It 
was found that the shareholders of the target firms experienced abnormal gains of 
between 30% and 44% in the short-term, whilst the acquiring firm’s shareholders had 
abnormal returns of between -2% and 11% (Wimberley and Negash, 2004). 
During the early 2000’s, many companies considered growing their company from 
within as opposed to growing a company through acquisition. This is done to avoid 
taking on large debt for mergers or acquisitions. One advantage of this principle is 
that many companies are forced to go back to the basics, which means that they 
need to look internally at how a company operates and focuses on improving current 
processes, changing market strategies, cutting costs and improving management 
teams (Halibozek and Kovacich, 2005). 
Corporate organisations need to expand in today’s increasingly competitive and 
international business environment so as to achieve economies of scales in 
production, promotion and distribution. Mergers and acquisition are no doubt one 
way in which to obtain such growth. As mentioned by Olowoniyi and Olusola (2012), 
one of the key-stones of a free enterprise and price determined economy is the 
strategy for entry. Every firm in this economy is faced with a challenge of growth 
whether in output or profitability.  
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In the current global business environment, companies may have to grow to survive 
and one of the best ways to grow is by merging with another company or acquiring 
other companies. Growth may be achieved through internal or external entry into a 
new market; the internal entry involves increasing of unit sales consistently and 
developing new products through research and development while external entry 
involves mergers, acquisition and strategic alliance (Olowoniyi & Olusola, 2012). 
2.6 MANAGEMENT & EMPLOYEE RELATIONSHIP 
Leadership is generally defined as the social process of influencing people to work 
voluntarily, enthusiastically and persistently towards a purposeful group or 
organisational goal. Leadership is not restricted to a formal position or formal 
authority; anyone on any level in the organisation can exert influence over others.  
During the merger and acquisition process, the leadership concerned needs to be 
aligned with regard to the views on the intent of the merger and acquisition 
(Steynberg and Veldsman 2011). Although employees, through their attitudes and 
behaviour in the workplace, may sometimes cause their leaders to behave in certain 
ways towards them, much of leader’s behaviours towards employees appear to be 
borne out of the leader’s personal attributes and the environment in which leaders 
and followers interact (Olowoniyi & Olusola, 2012). 
Grundy (2003) postulates that merger and acquisition value is not realised because 
the leaders of one organisation represented a threat to the leaders of the other 
organisation. These situations normally result in the resignation of very talented 
leaders. This organisational culture of mistrust and conflict may also results in the 
resignation of these leaders. The retention of key leaders and people in the new 
entity is one of the most important challenges of such strategies. Scanlan (2005) on 
the other hand, is of the opinion that merger success can be linked to the behaviour 
of the executive leadership who understand how to build the business. This theory 
contextualise that a leader needs to spend the time and money up front in critically 
assessing the proposed community, economic and clinical merits of a merger.  
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2.6.1 Employee perception of acquisition 
Employees are one of a company’s greatest assets and pose the biggest 
organisational challenge. Employees make companies what they are. It is 
employees who possess and use their knowledge and skills to make their company 
successful. It is also employees who provide the company with a competitive edge 
(Halibozek and Kovacich, 2005). 
As Veldsman (2002) postulates, the framework of intangible and untestable 
assumptions, guiding and directing decisions regarding the management of people 
within the organisation, creates and sustains a certain  reality regarding people and 
how they need to be treated (2002:58). In an acquisition there are winners and 
losers and employees are always affected by this change. It is more normal to see 
employee resistance, especially in hostile acquisitions than in a voluntary merger 
and acquisition. In a voluntary merger and acquisition human resource (HR) policies 
and practices of the dominant party may be imposed and feelings of defeat may 
affect merger outcomes (Horwitz, 2007). 
During a merger or acquisition, it is important to understand the impact of 
employee’s perceptions of the core traits of their organisation or their perceived 
organisational identities. Members of the organisation who are resistance to update 
their perceived organisational identity to reflect the change could prevent the change 
effort and the competitive advantages that are expected from it.  Furthermore, 
negative evaluations of the organisation during this process could reduce individual’s 
organisational identification and affect their citizenship behaviours and job 
satisfaction (Misra and Smith, 2011). 
For organisations that are merging and acquiring one another, the human side of 
integration is particularly important. When two organisations are integrated, a 
relationship needs to be established or extended to connect their members together. 
This is because when people start a working relationship, they begin to share 
resources, coordinate activities and create value (Briscoe & Tsai, 2011: 410). 
Briscoe and Tsai (2011: 429) explain further that there are reasons to expect that the 
relational integration will not simply develop naturally. Organisational members 
would find themselves ineffective in the way they manage existing relationships, and 
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they will be cautious about forming new relationships across the boundary between 
the acquired and acquiring firms. When individuals are involved in a transaction of 
becoming a new set of potential partners, it is expected of them to continue more or 
less with business as usual. However this is not an ideal situation. In order for the 
two parties to connect they need to overcome this relational inertia (Briscoe and 
Tsai, 2011). 
Since effective integration of the human and social capital is a key issue towards 
acquisition and mergers of merging organisations, many acquisitions still fail to 
achieve the hoped for level of integration. This failure is often blamed to poor fit 
between merging firms which then result in mismatched cultures. (Ager, 2011). 
Mergers and acquisition may result in retrenchments and unplanned labour turnover 
(Horwitz & Horwitz, 2007). Employees may be unable or unwilling to fit into the new 
organisation. They may experience high levels of stress which is due to fear of loss 
of identity, brand and status and they may eventually be obsessed survival and 
experience family repercussions (Horwitz et al, 2007). 
2.6.2 Employee resistance towards acquisition 
Increasing globalisation, technological innovation and acquisitions constitute the 
foremost triggers of organisational flexibility to change. Although change has 
become common in modern organisations, its failure rate is also a concern. Various 
factors can be associated with these failures, such as pressures from the business 
environment and inadequate organisational infrastructure.  Employee resistance has 
been identified as a primary source of change implementation failure across a range 
of organisations and industries worldwide. Resistance to change may add strategic 
value to change planning and implementation and should be managed with care 
(Mckay, Kuntz, & Naswall, 2013:33). For any type of change employees need to be 
engaged and be prepared for it emotionally and mentally, employees need to be 
change ready. Employee readiness is a process whereby employees are influenced 
by the information they received from change drivers and they are willing to support 
the change efforts (Horwitz & Horwitz, 2007). 
Employees’ reactions to change can be positive expressions of commitment and 
receptivity to the change or negative expressions of resistance, stress or cynicism 
regarding change; it is not common for employees to feel ambivalent, holding 
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conflicting emotions and cognitions about the change. The attitudes towards the 
change will vary over time across different stages of change implementation (Mckay, 
Kuntz, & Naswall, 2013:38). 
Werner states (2011:206) that during the process of acquisition, employees might 
resist the process of change. One of the major issues that change management has 
to deal with is resistance to change. Resistance to change is a natural phenomenon 
but if ignored, it will hinder the change effort of acquisition which may result in waste 
of money and resources (2011:64).The forces against change are multiple and 
interrelated, and require a holistic management approach. Resistance to change is 
demonstrated not only by employees, but also by managers and the organisation as 
an entity (Werner, 2011). 
It is imperative that organisations constantly introduce changes in strategy, structure, 
process and culture to maintain their competitive advantage. Changes in the 
management of an organisation have caused amongst others, restructuring, 
downsizing, multitasking and retrenchment. It is often said that change in 
management is a reason for resisting change because it causes job securities, 
increased stress, loss of competent and engaged employees and high increases in 
workload (Bowen & Barkhuizen, 2004). 
2.6.3 Emotional impact of acquisition 
More and more managers and organisations are realising that intelligence or 
academic excellence is not the only building block of success, but emotional 
intelligence is a crucial aspect of performance, successful leadership and effective 
customer relationships. Emotional intelligence as mentioned by (Werner, 2011) is 
much more than the mere maintenance of cordial relationships, it is about managing 
our own emotions and the emotions of others in such a manner that it creates a path 
to goal attainment. 
Most merger and acquisition deals seem like a good deal due to benefits associated 
with them. Some benefits are increasing of market share, new product developments 
and maximisation of synergies and revenues (Ager, 2011). Although these efforts 
are often costly, complex and risky, many CEOs, along with their boards and 
investors regard their outcomes as worth time and effort. No matter how the outcome 
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is perceived many mergers and acquisition deals fail to live up to expectations and in 
the process generate stress (Ager 2011). Most acquisitions create an excessive 
amount of stress for employees on both sides of the transaction; that is within the 
acquiring and acquired firms neither side is immune.  
Acquisition can have a strong emotional impact that creates a downward spiral just 
at a time when everyone needs to be working together and pulling in the same 
direction (Ager, 2011). Stress affects individuals in different ways and managing 
strategies also differ. Some individuals deal well with the uncertainty and the 
challenges it poses, while others are hindered by its emotional effects (Ager 2011). 
Change and job insecurity are stressful for employees as restructuring, downsizing, 
acquisitions, closures and retrenchments leave the survivors facing job loss, extra 
work demands and anxiety about the wave of change (Werner, 2011).  
In summary when organisations are acquired, open communication is required; this 
will highlight any areas of concern from both parties (employer and employee). This 
will also help employees to offer informed input into the change strategy. 
2.6.4 Impact of acquisition towards the competitors of acquired firm 
A company that is involved in a merger transaction must protect its merger or 
acquisition intentions from its competitors, (Halibozek and Kovacich, 2005). 
Organisations are affected by the success of acquisition and they may gain in market 
share from the failures of the competing company. Competitors pay close attention 
to what their competitors do. They collect information about competitors and produce 
competitive intelligence information to help them better understand their competitor’s 
intentions and to better compete with them (Halibozek and Kovacich, 2005). 
Competitors are flexible. They will adjust their own strategy to stay competitive, in 
some instances, and they will do anything necessary to stay competitive (Horwitz 
2000). There are two types of competitors that will be discussed in this study; namely 
international and domestic competitors. 
 International Competitors 
International competitors are businesses that are operating in the same global 
marketplace, they could be foreign governments or they could be foreign companies 
(Ager, 2011). International competitors are not different to domestic competitors, 
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however when a company operates in a foreign environment, its competitors include 
foreign governments (Halibozek and Kovacich, 2005). 
 Domestic Competitors  
Domestic competitors operate in the same marketplace and are based in the same 
country (Ager 2011). Every industry segment has competition. Competition is good 
for the consumers and ultimately good for the companies involved. Competition may 
therefore inspire innovation and also create a demanding and difficult market place. 
In order to achieve revenue and earnings growth, it is necessary to take market 
share away from a competitor or to engage in mergers and acquisitions. In order to 
successfully take the market share from a competitor, high performance is needed 
and performing better than the competitor. In turn, this will give the company a 
competitive edge (Halibozek and Kovacich, 2005).   
2.6.5 Employer and employee relationship after acquisition 
The psychological contract that exists between employees and organisations may be 
brittle due to many organisational changes that stem from organisational 
restructuring. When psychological contracts are breached, employees may 
experience reduced commitment to the organisation. With regard to the organisation 
restructuring it has been hypothesised that there is a relationship between 
organisational restructuring and the psychological contract. It was further 
hypothesised that there is relationship between organisational restructuring and 
employee organisational commitment (Cartwright, 2005). Organisational commitment 
can be defined as the relative strength of employee’s attachment to, or involvement 
with the organisation where the employee is employed (Stup, 2005:33).  
Dodd (2011) identified three separate dimensions of organisational commitment:      
 Effective commitment: 
This is an emotional attachment to the organisation; employees want to be part of 
the organisation and will go an extra mile.  
 Normative commitment: 
 This is a moral obligation to remain with the organisation for ethical reasons.  
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 Continuance commitment: 
This is the perceived economic value of remaining with the organisation, as 
compared to the perceived economic value of leaving the organisation. The concept 
of the psychological contract has been broadly used in organisational psychology 
literature as a way of examining and investigating the changing relationship between 
employers and employees, this concept refers to the relationship between an 
employer and an employee with regard to unwritten expectations that exist 
(Dannunzio-Green & Franci, 2005). After acquisition critical care of the concept 
needs to be taken seriously as it may have a negative impact if not carefully 
monitored. Violation and fulfilment of psychological contracts are important to 
organisational performance, as violation has been empirically linked to the attitudes 
and behaviours of employees (Sonnenberg, 2006). The measures that employers 
take during acquisition can cause employees to feel that the psychological contract 
has been undermined. It is important for management to pay close attention to the 
management of employment relationship and they will also need to ensure that their 
organisation is a good employer (Guest & Conway, 2004). 
2.6.6 The human resource role after acquisition 
When two organisations come together through merger and acquisition, the post-
merger employment experience may be different from that experienced before the 
merger, which is likely to affect the employee attitudes; hence it is important for 
human resources to be involved during the initial stages of acquisition (Anon, 2013) . 
The effects of mergers and acquisitions on both employees and managers, on 
corporate culture integration and on systems alignment, suggest the integration of 
human resource management policies and practices as a potential contributor to a 
company post-acquisition performance. A link between the human resource 
management and organisational performance has been demonstrated by the human 
resource management literature (Correia et al., 2013). 
The human resource management function (HRM) should be strategically involved 
during the early stages of the integration process (Lakshman, 2004). This will help to 
capture the complementary capabilities of the companies and therefore create the 
conditions for the aimed synergies to be accomplished. Human resource 
management must thus be strategically coordinated in order to play its positive role 
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(Correia et al., 2013.). Emphasis on the other hand needs to be placed on the 
implementation process, so that firms create strong human resource management 
systems (Bowen & Ostroff, 2004). This in turn requires that corporate and HRM 
strategies be formalised which can increase the ability to cope with uncertainty 
(Correia et al., 2013). In most cases the employer brand is affected after acquisition. 
An employer brand is defined as the package of functional, economic and 
psychological benefits provided by employment; it also mentions what makes a firm 
different and desirable as an employer (Anon, 2013). 
2.7 THEORETICAL ASPECTS OF ORGANISATIONAL CULTURE  
Deeprose (2003) describes culture using a two-level cultural model consisting of the 
following: 
 Artifacts which are rituals and visible things in the organisation 
 Espoused value which are documented visions and values and the basic 
underlying assumptions that truly drive the organisation 
There may be in some companies a difference between its formal espoused values 
and the behaviour and actions of its employees. This would be an example of a 
weak organisational culture as the employees would in some instances or in general 
not be living the formal values of the company (Schultz et al 2003:107). 
The culture and the resultant climate of a company forms the back bone of how it 
functions, and as perceptively claimed by Timmons and Spinelli (2004:566), it has a 
significant impact on the performance of the company within its environment. The 
culture of a company is therefore formed through different resources which are 
influenced by its environment and its competitors in the market place.  
The ability of an organisation to remain competitive in this highly competitive 
economy will determine whether the company and its employees will be a success or 
failure. The culture of an organisation plays an important role in how a company is 
able to achieve a level of competitiveness (Timmons & Spinelli, 2004: 39) 
Schultz et al (2003:12) state that in order to create a competitive advantage, an 
organisations individuals, teams and management need to create a culture that is 
both effective and efficient. Hill (2003:458) also found that company’s founders or 
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executive leaders have a major impact on its organisational culture including the 
social culture of the country where the company that may have had an influence on 
the organisational culture as well as the social culture of the country is based and 
operates from. 
The concept of a strong culture indicates a deeply entrenched organisational culture. 
This culture will exhibit core values and norms hence helping to ensure a level of 
consistency within the organisational culture (Hill, 2003:460). Commitment of 
employees to the company and its values and norms within a strong culture also 
adds in helping the company to achieve its goals and targets as employees who are 
more committed would have a stronger will to achieve their targets and goals. There 
is however some evidence that a strong culture is not always positive and therefore 
not always to a company’s advantage. Hill (2003: 460) states that a strong 
organisational culture is not always good or ethical; a strong organisational culture 
can also have a negative impact when its organisational culture negatively affects its 
strategies which in turn can negatively affect the performance and success of the 
company. 
 A strong organisational culture as mentioned by Werner (2011: 33) has the following 
benefits: 
i. It creates a corporate identity that distinguishes one organisation from others  
ii. It gives members of the organisation an identity 
iii. It creates greater commitment to organisational goals and objectives 
iv. It guides employees in terms of acceptable behaviours and attitudes, 
especially when they have to make decisions and solve problems 
v. It creates social systems stability with associated emotional security 
A strong organisational culture defines the brand or corporate identity of a firm, it 
also highlights organisational goals. Organisations need to be aware of the barriers 
to change and they need to work on them to try and establish a common culture; this 
will in turn create a strong culture of the organisation (Bell & Barkhuizen, 2011). 
2.7.1 Organisational culture towards acquisition 
As mentioned earlier, organisational culture clashes are one of the primary reasons 
why organisations fail to deliver on mergers and acquisition expectations. Culture 
integration is therefore one of the major challenges during people integration 
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(Deeprose, 2003: 112). As part of the culture integration, firms in this transaction 
would have to identify current cultures. This process would need to take place as 
early as possible.  
Cultural differences and compatibility must be determined. The new culture must be 
communicated and documented. Gaps need to be identified between each 
organisation and the newly visualised culture (Deeprose 2003). In order to achieve 
the desired culture, the expectations and values of the new company must be 
communicated clearly, consistently, and often. Behaviour that is consistent with the 
stated expectations and values must also be rewarded (Halibozek and Kovacich, 
2005). 
 The success of mergers and acquisition are influenced by organisational culture 
(Birkenshaw et al, 2000). According to Horwitz et al, (2002), there is therefore a link 
that exists between mergers and acquisition planning, management practices and 
coherence of organisational culture and performance.  
Cultural differences between the bidder and the target firm have a major impact on 
the success or failure of the transaction; however a strong organisational culture can 
create business success and a competitive advantage and can increase morale of 
employees. Motivation level of employees would be high and the organisation would 
be effective if the integration process is agreed upon and implemented (Horwitz et al, 
2002). If cultural differences are not sorted out these differences may make it difficult 
to create broad human resource practices that are applicable to the unique 
organisational contexts of both firms (Elson & Reed, 2000). 
2.7.2 Culture barriers towards mergers and acquisition 
Culture can cause problems for management. The importance of culture is mainly 
demonstrated when two companies with significant cultural differences merge, and 
employees resist the associated changes. In cases like these, culture becomes a 
restraining factor in change. With a merger a new corporate identity is established, 
which may be more reflective of one of the original companies. This creates 
confusion for some employees over their new roles and identities, and with time 
affects their job satisfaction and commitment. Management within merging and 
merged companies should carefully consider the current cultures, the type of culture 
they want to establish, resistance to change and how they will establish and 
reinforce the desired culture (Werner, 2011). 
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For any organisational change initiative, in order to see the change benefit and its 
success, people need to contribute and be engaged in the process; however if 
employees are not engaged this will create animosity between the parties involved. It 
is important to explore and understand the relationship between barriers to change 
and work engagement amongst different demographic groups. This will help 
organisations to predict which working environments and jobs are amenable to 
organisational change and which will alleviate the behaviour which may then even 
eliminate the negative effects of change.  
2.8 SUMMARY 
This chapter detailed elements that influence the success and failure of mergers. 
Mergers are used as a form of growth by many organisations. This method of growth 
helps organisations to meet their desired growth goals. Mergers are different and 
produce different outcomes. The nature, size and culture of the organisation play a 
major role in determining the success or failure of the merger. When organisations 
are involved in an acquisition, a number of issues are involved such as:  
 Corporate governance 
 Form of payment 
 Legal Issues 
 Contractual issues and regulatory approval 
The chapter also discussed different types of acquisition, their importance and their 
impact on the growth strategy of the organisation. The chapter focused on the impact 
of acquisition after the company has been acquired; it also alluded to the synergy 
concept, the growth strategy and the human capital importance of mergers.  
 It can therefore be perceived that acquisition and mergers are activities of strategic 
importance to the companies engaged in them, since they may bring either benefits 
or loss to a company. Mergers and acquisitions are such an important and significant 
transaction, and therefore must be executed by skilled and experienced people. The 
success of mergers and acquisitions lies in the hands of all the stakeholders of an 
organisation; hence proper planning is required. Anything less will produce less than 
the desired results which will then result in the failure of the integration of two 
companies.   
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In the next chapter the empirical study is addressed, this will include the discussion 
of the research design, research methodology, sampling method used and the 
construction of the questionnaire. 
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CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 
3.1 INTRODUCTION 
In this chapter, the empirical study was used to address the research problem that 
was formulated in chapter one. Furthermore the chapter aims to investigate factors 
that influenced the impact of acquisition on the organisational behaviour of the 
acquired firm. 
As social scientists aim to generate truthful knowledge, they are committed to the 
use of objective methods and procedures that would increase the likelihood of 
attaining validity. The aim of this chapter is to provide an overview of the different 
types of research approaches in this dissertation and to generate scientific 
knowledge in an attempt to realise the research methods used. 
The chapter will also edify the research approach taken by the researcher, including 
the philosophy used. Furthermore the chapter will provide a brief synopsis of the 
research design that was used for the empirical study. 
The word research can mean different things to different people; research is central 
to both business and academic activities. However there is no consensus in the 
literature on how it should be defined (Collis & Hussey, 2009). However from the 
many definitions offered there is general agreement that research is a systematic 
and methodical investigation that is used to establish facts or collect information on a 
subject in order to broaden the knowledge (Leedy & Omrod, 2000). 
The aim of research is to do one of three things; namely explore, describe and 
explain (Web & Auriacombe, 2006). These three are discussed below:  
3.1.1 Exploration 
Exploration research occurs when a researcher undertakes exploratory study in 
which a relatively new interest is developed. Exploratory studies are sometimes 
called a pilot study and are undertaken when a researcher wants to satisfy his/her 
curiosity or desire for better understanding (Web & Auriacombe, 2006). The 
exploratory research is mainly conducted into a research problem or issue when 
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there are a very few or no earlier studies to which the researcher can refer for 
information about the issue or problem. The aim of this type of research is to look at 
patterns, ideas or hypotheses, rather than testing or confirming hypothesis. In most 
exploratory research, the focus is on gaining insights and familiarity with the subject 
area for more rigorous investigation at a later stage (Collis & Hussey, 2009). 
Techniques such as case studies, observation and historical analysis are mostly 
used in the exploratory research; these techniques can provide both quantitative and 
qualitative data. Although the exploration research is usually very open and 
concentrates on gathering a wide range of data and impressions, it rarely provides 
conclusive answers to problems or issues (Collis & Hussey, 2009). 
Researchers are very keen on explanatory research as a result of expectations that 
more research will be needed to provide more conclusive evidence (Leedy &Omrod, 
2005). Researchers who want to participate in this type of research need to be 
creative, open minded, flexible and be able to adopt an investigative stance 
(Neuman, 2006)  
3.1.2 Description 
In description research, the researcher observes a phenomenon and then attempts 
to describe it. Often the researcher will have no formal hypothesis (Web & 
Auriacombe, 2006). 
Although descriptive research is used mainly to describe phenomena as they exist it 
can be further used to identify and obtain information on the characteristics of a 
particular problem or issue.  (Leedy & Omrod, 2000).  
Descriptive research may range from general surveys of customers, education, 
occupations or ages to specifics but it is limited in providing evidence necessary to 
make causal inferences (that is, variable X causes a variable Y). Although 
descriptive research demands prior knowledge of the problem and assumptions to 
be made that the problem or issue is clearly defined it also requires statistical 
analysis and predictive tools (Web & Auriacombe, 2006). 
Methods that are used in descriptive research design are structured and are 
quantitative in nature. For this type of research, researchers may conduct personal 
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interviews, mail surveys, telephone interviews and intercept surveys (Mitchell & 
Jolley, 2010). The main aim of descriptive research is to address the who, what, 
when, where, why and how questions that may be needed for the research and it 
further uses advanced statistical methods to measure relationships between 
variables (Zikmund & Babin, 2010). 
3.1.3 Explanation 
This type of research attempts to provide answers to the why and how questions. 
The purpose of this type of research could be to generate hypotheses as well as to 
test and validate theories (Web & Auriacombe, 2006). Explanatory research, also 
known as analytical research, is a continuation of descriptive research. In this type of 
research the researcher goes beyond merely describing the characteristics by 
analysing and explaining why or how the phenomenon being studied is happening. 
Analytical research aims to understand phenomena by discovering and measuring 
causal relations. An important element of explanatory research is identifying and 
possibly controlling the variables in the research activities as this permits the critical 
variables or the causal links between the characteristics to be better explained. A 
variable is a characteristic of a phenomenon that can be observed or measured 
(Collis & Hussey, 2009). 
3.2 THE RESEARCH METHODOLOGY AND DESIGN 
The research process followed in this study is called a multi-tiered research.This 
research comprise of the following six stages (Saunders, Lewis & Thornhill, 2000): 
i. The formulation and clarification of the research topic 
ii. The literature review 
iii. The adoption of the research strategy 
iv. Data collection 
v. Data analysis 
vi. The compilation of the research report 
Saunders et al (2000) postulate that there are many overlaps of multi-tiered research 
and that these stages may have to be continuously reviewed. This research is a 
systematic method of gathering data and analysing it to enhance the understanding 
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of facts that are of concern or interest (Leedy & Omrod, 2005). It also involves 
application of various methods and techniques in order to create scientifically 
obtained knowledge by using objective methods and procedures (Welman & Kruger, 
2005).  
A methodology as defined by Welman, Kruger & Mitchell (2005) is a way in which 
research is organised, comprising of sequences, procedures and systems which will 
enable the researcher  to manage and execute the research process. This structured 
way of methodology can be termed as the research design. 
To elaborate on the research design, figure 3.1 represents the research design used 
in the current study. This model, as proposed Saunders et al (2000), views the 
research design as an onion composed of a number of layers which include research 
philosophy, research approach, research strategy, time line and data collection 
methods. 
In order to establish an appropriate research design, it is imperative to determine the 
research paradigm. A research paradigm is a framework that guides how the 
research should be conducted, based on people’s philosophies and assumptions 
about the world and the nature of knowledge (Collis & Hussey, 2009). 
The research design approach that was followed for this study focused on key 
features of the research, including the methods of data collection and analysis used. 
It also elucidates the research strategies used to address a specific element and 
objectives of the study. The main question researched in this study was to 
investigate factors that influence the organisational behaviour of the acquired firm. 
According to Bryman & Bell (2007), there are three major structures of research 
design; namely, exploratory, descriptive and analytical research. These types of 
research have been discussed in the preceding paragraphs. 
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Figure 3.1 Multiple tiers of the research process 
 
Source: Saunders, Lewis & Thornhill ( 2000: 85) 
 
3.3 SELECTING RESEARCH METHOD 
As mentioned by Collis and Hussey (2009) and Webb and Auricombe (2006), 
research consists of a plan or roadmap that allows the researcher to test the validity 
of the hypothesis formulated, taking into account the factors that might affect the 
relationship between the dependent variable and independent variable. Although 
research is central to business and academic activities, its duration is dependent on 
its complexity. 
When selecting a research method the researchers need to select appropriate 
techniques and methods in order to enable them to carry out the research task. 
While research methods refer to the means required to execute a particular stage of 
the research process, such as data collection methods, research techniques refer to 
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the variety of tools that can be used when data is collected, such as questionnaires, 
interviews and observations. These techniques and methods are distinctively linked 
to quantitative or qualitative approaches (Webb & Auricombe 2006). 
Although there are many ways of classifying research, it can be bewildering at first; 
however studying the various characteristics of the different types of research helps 
to identify and examine the similarities and differences (Collis & Hussey, 2009). 
Research can be classified according to the following: 
 Purpose of the research -   the reason why it is conducted 
 Process of the research - the way in which data were collected and 
analysed. 
 Logic of the research               - whether the research logic moves from the 
general to the specific. 
 Outcome of the research   - whether the expected outcome is the solution to 
a particular problem. 
As mentioned in the preceding paragraphs, the purpose of choosing a research 
method is to select methods and techniques that are appropriate to the research 
goals, thus different studies use different methods and a particular method is 
appropriate for the task at hand. Researchers not only select the methods and 
techniques but also the methodological paradigm such as quantitative or qualitative 
or even a combination of both (Webb & Auricombe 2006). Collis & Hussey (2009) 
further postulate that paradigms are philosophical frameworks that guide how 
research should be carried and are not committed to any one system of philosophy 
and reality. 
3.3.1 Quantitative and Qualitative  
Psychology has been a highly quantitative field since its inception as a science; 
however a qualitative approach to psychological research has gained increasing 
importance in the last decades and an enduring debate between quantitative and 
qualitative approaches has risen (Gelo, Braakmann & Benetka, 2008).  
Psychological research has relied heavily on experimental and correlational 
techniques to test theory using quantitative data. This is because psychology, like 
other behavioural disciplines has been dominated by a positivist paradigm (Gelo, 
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Braakmann & Benetka, 2008). The positivist paradigm focuses on providing a 
framework for natural and scientific methods that are used in social science. 
Positivism is inculcated by the theory belief that reality is independent of people; this 
is based on empirical research that was carried out by Walliman (2005). Positivist 
paradigms are governed by five principles: 
i. Agreement of scientific method 
ii. Testable scientific knowledge 
iii. Relationship between science and common sense (does science equate to 
common sense) 
iv. Researcher’s research must not be influenced by common sense 
v. Science must be an independent variable and its purpose must be used to 
produce knowledge regardless of politics, morals and values that may be 
involved in the research. 
However science should be judged by experience, logic and general conditions on 
which the research is conducted. Research results can be substantiated only by 
means of empirical data, not by argumentation (Maree, 2007). 
The anti- positivist’s paradigm (also known as qualitative) tends to oppose the 
positivist approach better known as the quantitative paradigm. According to the anti-
positivists, it is inappropriate to follow strict natural-scientific methods when collecting 
and interpreting data (Walliman, 2005). 
All research needs a foundation for its inquiry, the inquiry needed is provided by 
worldviews and scientific paradigms. World views imply how things are viewed by 
the public, thus research cannot be something that can be thought out and just 
conducted (Guba & Lincoln, 2005). With reference to quantitative and qualitative 
research approaches, three main world views may be identified: 
 Objectivism  
Objectivism is associated with quantitative research approaches and has been 
articulated at a meta-theoretical and philosophical level in logical positivism and 
critical rationalism. 
 Subjectivism & Constructivism 
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Subjectivism and constructivism are typically associated with qualitative investigation 
and have been expressed at a meta- theoretical and philosophical level. Quantitative 
paradigms see reality as single and tangible however qualitative paradigms view 
reality as a multiple, socially and psychologically constructed phenomenon (Gelo, 
Braakmann & Benetka, 2008). There are a wide variety of comparisons and 
distinctions between a quantitative and qualitative approach to research. These 
distinctions are shown in table 3.1 below. 
3.3.2 Reasons for adopting a quantitative research method  
This study mainly followed a quantitative research approach; the researcher’s aim for 
this type of approach was to understand the impact of acquisition on the human 
element, since the positivism paradigm underlines the human element and behaviour 
in detail and can be observed and measured objectively (Welman, Kruger & Mitchel, 
2005). 
According to Bryman and Bell (2007) quantitative research can be constructed as a 
research strategy that emphases quantification in the collection and analysis of data. 
Since the purpose of this study is to analyse factors that influence the organisational 
behaviour of the acquired firm, the research will be situated in the positivistic 
paradigm and will be quantitative.  
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Table 3.1 Qualitative and Quantitative Research Comparison 
 
Source: Leedy & Ormrod (2005:88) 
 
 
 
  
Qualitative Research Quantitative Research 
Hypotheses 
Hypothesis are frequently 
undeclared or merely stated in the 
form of a research goal 
Hypotheses stated explicitly and 
formulated beforehand  
Objective  
To gain insight and understanding 
of the underlying reasons and 
motivations  
To quantify the data and 
generalise the results from the 
sample to the population of 
interest 
Focus 
Concepts are in the form of 
themes, motives, generalisations, 
taxonomies. Concepts can be 
interpreted in a number of ways. 
Holistic and broad focus 
Concepts are in the form of 
distinct variables which have 
unambiguous meaning 
Sample  
Generally, a small number of non-
representative cases/ 
observations  
Large number of representative 
cases 
Perspective 
Insider focus, first-hand 
experience 
Outsider perspective, detached 
and objective 
Reality 
Concerned with changing or 
dynamic nature of reality  
Focus on accumulation of  facts, 
within a stable milieu 
Conditions 
Collected within the context of the 
natural occurrence 
Controlled to rule out extraneous 
variables 
Data 
Collection 
Data in the form of words from 
documents, observations and 
transcripts. Not structured 
Data in the form of numbers from 
precise measurement. Structured 
Data 
Analysis 
Analysis proceeds by extracting 
themes or generalisations from 
evidence and organising data to 
present a coherent, consistent 
picture. Non- statistical 
Analysis proceeds through using 
statistical methods, tables or 
charts and discusses  how and 
what they reveal relates to the 
hypotheses 
Outcomes 
Develop an initial understanding 
of phenomena. A valid 
representative picture emerges 
Reliability and replication of 
findings. Recommend a final 
course of action 
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Table 3.2 Characteristics of Qualitative and Quantitative design 
Question Quantitative Qualitative  
What is the purpose of the 
research 
To explain and predict                          
To confirm and validate                        
To test theory 
To describe and explain    
To explore and interpret   
To build theory 
What is the nature of the 
research process 
Focused                                 
Known variables      
Established guidelines      
Static design                         
Context-free                        
Detached view 
Holistic                                      
Unknown variables              
Flexible guidelines              
Emergent design                  
Context- Bound                     
Personal view  
What are the methods of 
data collection? 
Representative, large 
sample Standardised 
instruments  
Informative, small 
sample Observations                          
Interviews   
What is the form of 
reasoning used in analysis? Deductive analysis Inductive analysis 
How are the findings 
communicated? 
Numbers                                          
Statistics, aggregated data        
Formal voice, scientific style  
Words                                        
Narratives, individual 
quotes                                       
Personal voice, Literary 
style  
Source: Leedy & Ormrod (2005: 96) 
3.4 PILOT STUDY 
Authors such as De Vos, Strydom, Fouche, and Delport, (2005) suggest that the 
researcher undertake a small scale investigation to assess possible problems and 
risks and they refer to these small scales as pilots. These pilots serve as a valuable 
avenue to gain practical knowledge of the problem and its extent.  
The purpose of a pilot study is to direct the questionnaire to a group of people who 
have similar traits to the target group. Furthermore, pilot studies allow a valuation of 
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the validity and reliability of the questionnaire. They can also prompt for information 
such as the time it took to complete the questionnaire, the clarity of instructions and 
questions (Saunders, Lewis & Thornhill, 2000). According to De Vos et al, (2005) the 
instrument used in the pilot study needs to be edited after each test in order to 
achieve the required degree of reliability. 
The approach that was used for this study had a pilot size of six respondents; these 
respondents were from different levels within the organisation (management, staff 
and general worker). Two questionnaires were issued to each level. These 
respondents were asked to respond on the content, wording and layout of the 
questionnaire. 
 The respondents offered constructive criticism on the content, wording and layout of 
the questionnaire. The questionnaire was revised and re-issued to the six 
respondents, who indicated that the questionnaire was understandable and user 
friendly. 
3.5 DATA COLLECTION 
The data collection technique that was used for the study was a questionnaire; it 
consisted of different types of questions; that is, biographical, closed ended 
questions and Likert Scale. Three ballot boxes were placed at different entrances 
within the organisation. The questionnaires were distributed to the relevant staff and 
were placed into these ballot boxes on completion. 
The questionnaires were used in this study to gather data. A Likert Scale type of a 
questionnaire was administered to the selected population, the questionnaire was 
numbered from 1-6 for every Likert Scale question asked. The classification of 
respondents was based on their biographical information and questions asked on 
each section. The data was then analysed and interpreted to draw conclusions. 
3.5.1 Questionnaire 
A questionnaire is a list of carefully structured questions, which have been chosen 
after considerable testing with a view to eliciting reliable responses from the selected 
sample. The purpose of a questionnaire is to investigate what your selected sample 
thinks about the problem at hand (Collis & Hussey, 2009). The questionnaires 
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comprised mostly of limited response Y/N, rank ordering and Likert rating scale 
questions, which are creditable at collecting information on facts and opinions from 
large populations (Riley, Wood, Clark & Wilkie, 2000). A population of 90 employees 
was used for the purpose of the study and from the population a sample of 65 
respondents was analysed for the study. 
In order to avoid respondents from becoming disconcerted by shifting from one topic 
to the next and back, questions were grouped into different categories in a logical 
sequence with each section having a heading. The questionnaires were tested for 
accuracy in expression, relevance, objectivity and appropriateness to the problem 
situation. 
The design of the questionnaire comprised four sections. The number of questions 
per section was structured as follows: 
Section A  : 6 Questions 
Section B  : 20 Questions 
Section C  : 20 Questions  
Section D  : 6 Questions  
The questionnaire was administered to 90 employees that were chosen as part of 
the sample population. The questionnaires were accompanied by a covering letter 
which set out the purpose of the research, the assurance of confidentiality and other 
ethical issues. 
The items on the questionnaire were drawn from the literature review discussed in 
chapter 2.The majority of questions were asked as a positive statement where 
respondents had to indicate their degree of agreement or disagreement. Some 
questions were asked in the negative mainly to break monotony and to discourage 
respondents from following a pattern in responding.  On structuring these questions 
the following factors were considered: 
 Level of education of all the respondents (usage of jargon words was avoided) 
 Language and cultural barriers  
 The flow of the questionnaire 
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 The length of the questionnaire  
 The completion time of the questionnaire. 
As mentioned by Collis and Hussey (2009) question design is concerned with the 
type of questions, their wording, the order in which they are presented and the 
reliability and validity of the responses. The researcher has paid more emphasis on 
these elements to ensure the validity and reliability of the study. An important part of 
a research questionnaire is the scale used to measure the responses of respondents 
(Rieley et al., 2000). The study has made use of the Likert- Scale method. The Likert 
Scale is the most frequently used variation of the interval scale that consists of 
statements that express either a favourable or unfavourable attitude toward the 
object of interest. The respondent is asked to disagree or agree with each statement. 
Each response is given a numerical score to reflect its degree of intensity (Cooper & 
Schindler 2003). 
3.5.2 Cover letter 
A letter of informed consent was drawn up. This letter explained the purpose and 
nature of the study (Leedy & Ormrod, 2005). The letter was structured in such a way 
that it persuades the respondent to complete the questionnaire, but it also remained 
tactful and respectful in order to create and maintain good interpersonal relations. 
The message shown on the covering letter may affect the response rate positively or 
negatively hence it is imperative to be polite and open on the covering letter. The 
covering letter should have the following content: 
 The importance and the purpose of the research 
 Assurance of confidentiality 
 Information where the data will be used  
 The time frame to compete the questionnaire 
3.6 SAMPLING 
 As mentioned by Collis and Hussey (2009) sampling is the most important element 
of research. Since the time and resources available for research are limited, it is 
almost impossible to investigate all the members of the target market; hence 
sampling is done (Hussey & Hussey, 1997). De Vos et al (2005) define sampling as 
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the process of selecting observations or taking a portion of a population that is 
considered as representative of the population. Creswell (2008) argues that a 
sample is a group of individuals that have conjoint behaviour which the researcher 
can identify and study. There are two types of sampling: probability sampling and 
non-probability sampling. When dealing with probability sampling every element in 
the population being studied has a known chance of being selected for the study 
(Hussey & Hussey, 1997). 
3.6.1 Sample selection  
The sampling method that was used for the study was the random sampling method; 
this type of sampling method is a form of probability sampling. When this type of 
method is employed, all the units in a population have an equal chance of appearing 
in the sample. As mentioned in the preceding paragraph, the population of the study 
comprised of 90 respondents and the sample selected was based on 65 
respondents from the acquiring firm to the acquired firm. 
 The aim and the intensity of the research was communicated to all stakeholders of 
the organisation, questionnaires were sent via e-mail to all respondents that had e-
mail access. For security and confidentiality reasons the respondents were asked to 
fill in the questionnaire and drop them into the allocated boxes that were placed 
within the organisation’s entrances. For those who did not have e-mail addresses 
copies of the questionnaires were left next to the boxes for their perusal. 
3.6.2 Measuring Instrument 
In order to meet the requirements of the study, the researcher formulated a 
questionnaire that can be used as tool to get information from the participants of the 
study. The questionnaires were formulated in such a way that they reveal the impact 
of acquisition towards the following elements: 
 Cultural differences 
 Staff engagement 
 Productivity 
 Business sustainability 
 Resistance to change 
 Organisational behaviour 
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 Employees. 
The respondents were asked whether they strongly agree or they strongly disagree 
with the questions opposed to them. After the questionnaires were completed, the 
data was consolidated and analysed. The quantitative data was collected and 
electronically captured (in a computer) in order to keep the data together. 
3.7 STATISTICAL DATA ANALYSIS AND TECHNIQUES 
The data that was collected during the empirical study was analysed using 
descriptive statistics; descriptive statistics condense large volumes of data into a few 
summary measures (Wegner, 2010). The analysis was conducted by the researcher 
with the assistance of a statistician from Nelson Mandela Metropolitan University. 
The researcher made use of statistical concepts such as the mean, sample size, 
standard deviation and population to analyse the data. Furthermore, frequency 
tables were also employed on the analysis. Since the purpose of the study is to 
establish the impact of acquisition on organisational behaviour, regression analysis 
was used as a tool to conduct the analysis. Regression analysis associates 
relationships between one dependent variable and one or more independent 
variables (Wegner, 2010). 
During the data analysis stage, hypothesis tests were used, including analysis of 
variance (ANOVA) and Pearson’s Correlation Analysis. The tests that were used 
were formulated based on a 5% significance level. 
3.7.1 Tools used for analysis (ANOVA) 
The researcher made use of ANOVA as a tool of analysis as this type of testing 
technique is used to test any differences in population means, and its aim is to 
identify any influence of the treatment measure on the outcome of the numeric 
measure based on the sample evidence (Wegner, 2010). 
3.7.2 Tools used for analysis (Correlation test) 
This type of test that was used by the researcher calculates the relationship between 
two sets of variables; it calculates the correlation coefficient (r) and performs a 
hypothesis test in order to see whether the correlation coefficient is significantly 
different from zero (Wegner, 2010). 
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3.8 VALIDITY AND RELIABILITY 
Validity and reliability are concepts that are used by many researchers and like other 
researchers the researcher has strived to ensure the reliability and validity of 
quantitative data by establishing its dependability, consistency, truthfulness or 
correctness (De Vos, 2005). 
Collis and Hussey (2009) argue that reliability is concerned with the findings of the 
research whereas validity is more concerned with the research findings that 
accurately reflect the phenomena under study. For a research result to be reliable a 
repeat study should produce the same results and that is very important for a 
positivist study. Reliability tends to be high in positivist studies and under an 
interpretive paradigm, reliability is often of little importance or may be interpreted in a 
different way (Bryman & Bell, 2007). 
Validity on the other hand, as mentioned by Collis & Hussey (2009), demonstrates or 
measures what the researcher thinks or claims of the study. Research errors such as 
faulty research procedures, poor samples and inaccurate or misleading 
measurement can undermine validity. 
According to Neuman (2006), as well as Rosson & Brooks (2004) reliability in 
quantitative data can be improved by focusing on the following concepts: 
 Clear conceptualisation of constructs  
The researcher should define the key constructs in order to minimise ambiguity and 
eliminate confusion thus increasing the reliability of the measuring instrument. 
 Use of a precise level of measurement 
In order to test the reliability of the measuring instrument and ensuring 
representative reliability in analysing quantitative data, the researcher must compare 
results across different professional categories and also conduct analysis with a 
specific professional category. The researcher should perform an internal 
consistency test to determine the reliability and validity of the scales for the target 
population. 
 Use of pilot test 
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The researcher should conduct a pilot study before the main study. 
As has been mentioned in the preceding paragraph, validity refers to the extent to 
which a test measures what it is supposed to measure in a consistent and accurate 
manner. In order to check the content validity of the measurement, the researcher 
relied on the pilot test and research conducted, with the latter providing jury opinion 
(Bryman & Bell, 2007). It can then be concluded that reliability and validity form an 
important role of the research and forces research measuring instruments to be valid 
and reliable, as shown in figure 3.2 
Figure 3.2: Validity and reliability 
 
Source: Babbie (2005) 
The validity of this study was done on a pilot basis whereby a questionnaire was 
issued to six respondents where they were asked the same questions. The 
respondents gave similar feedback, and this was the indication that the 
questionnaires were consistent and valid.  
3.9 SUMMARY 
In this chapter the researcher has provided the execution of the research study. The 
researcher has also explained the type of research to be used for the study including 
its data collecting method. Quantitative research was found to be the most 
appropriate choice of research for this study. 
The literature study has enabled the researcher to formulate the questionnaires that 
were issued to the respondents. 
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In the next chapter, the data collected will be presented and then analysed in relation 
to the formulated questions and literature. 
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CHAPTER FOUR 
PRESENTATION AND INTERPRETATION OF THE EMPIRICAL 
STUDY 
 
4.1 INTRODUCTION 
Chapter three has provided the insight of the research design, the methodology and 
the execution of the study. The focus of chapter four will be on the presentation of 
the data collected in chapter three including its analysis. The data collected was 
analysed using different statistical tools such as data tables and graphs. 
The research findings were then established and discussed in relation with 
theoretical framework outlined in chapter two. The data collected was extracted from 
the questionnaire that can be viewed from Appendix B; this data was structured 
based on biographical information and questions asked on each section. 
4.2 RESPONSE RATE  
The questionnaire was administered to all employees of Kansai Plascon based in 
Port Elizabeth. Out of 100 employees ten were recently made permanent and could 
not participate on the survey. The total population for this research was 90 
employees of Kansai Plascon. There were 90 questionnaires distributed and only 68 
questionnaires come back from the respondents, out of the 68 there were 3 
questionnaires that were corrupted due to incomplete information which then results 
to 72% response ratio. The empirical study was conducted through the month of July 
and August 2014. The response rate was captured as per table 4.2.1 below. 
Table 4.2.1 Response rate  
Description Response numbers and Rate 
Population 90 
Sample 68 
Usable responses 65 
Non usable responses 3 
Total usable response rate  95,58% 
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4.3 DEMOGRAPHIC DATA 
The demographic data was collected in order to get an in-depth understanding on 
which gender, race, position, number of years within the organisation and level of 
education gets mostly affected by the problem at hand. 
4.3.1 Number of years within the company 
The number of respondents participated on the survey were having an employment 
service that range from 5 – 30years, this indicates that there is a variety of 
employees experienced and less experienced and also it indicates that some of the 
employees were present during the process of change . The results were captured 
as per Table 4.2.2 and they are further depicted in Figure 4.1 below: 
 
Table 4.2.2 Number of years employed within the company 
Number of Years  Frequency Percent 
Valid 1-5 years 12 18.5 
6-10 years 21 32.3 
11-20 years 20 30.8 
21-30 years 6 9.2 
30+ years 6 9.2 
Total 65 100.0 
 
Figure 4.1 Number of years in Percentage  
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Figure 1.1 indicates that 18% of the respondents have been within the company for a 
period of 1-5 years while 32% have been within the company for a period of 6-10 
years. Another 31% of the respondents have spent 11-20 years of their lives within 
the company while 9% of the respondents have been within the company 21-30 
years, a further 9% of the respondents was found to be more than 30 years within 
the company.  
4.3.2 Gender distribution 
Although this is a manufacturing industry and it requires intense labour, it was 
overwhelming to see that the organisation is taking the gender equality seriously; the 
ratio between male and females employed is almost 1:1. The results were captured 
as per Table 4.2.3 and are further depicted in figure 4.2 below 
 
Table 4.2.3 Sample Segmentation by gender  
Gender Frequency Percent 
Valid Male 36 55.4 
Female 29 44.6 
Total 65 100.0 
 
Figure 4.2 Sample of Segmentation by gender in Percentage 
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4.3.3 Race distribution 
The company is situated in the northern areas where coloured people are dominant 
and the level of communication is predominantly Afrikaans, the racial balance within 
the organisation is distributed fairly as shown by Table 4.2.4 and it is shown 
graphically in Figure 4.3 below 
Table 4.2.4 Sample Segmentation by race  
Race  Frequency Percent 
Valid Black 20 30.8 
White 11 16.9 
Asian 2 3.1 
Indian 3 4.6 
Coloured 29 44.6 
Total 65 100.0 
 
Figure 4.3 Sample Segmentation by Race in Percentage  
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4.3.4 Functional Area  
The company consists of different departments that work together in order to achieve 
common goal. These departments have different roles ranging from technical to 
production. These roles will give a clear indication with regards to the impact of the 
study. The different functional areas are listed on Table 4.2.5 and figure 4.4 below 
 
Table 4.2.5 Sample segmentation by functional area 
Functional Area Frequency Percent 
Valid Technical 11 16.9 
Finance/Sales 3 4.6 
Admin 3 4.6 
Production 32 49.2 
Other 16 24.6 
Total 65 100.0 
 
Figure 4.4 Sample segmentation by functional area in Percentage 
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4.3.5 Position 
Most of the respondents who participated in the survey were general staff members; 
these employees have the longest service within the organisation. The respondents 
for the study were from the following areas: Executive, management, staff, 
supervisor and other. The different positions within the organisation are listed on 
Table 4.2.6 and figure 4.5 below 
Table 4.2.6. Sample segmentation by position 
 
Figure 4.5 Sample segmentation by position in percentage  
 
 
 
Figure 5.1 illustrates that 5% of the respondents are in executive position and 17% of 
the respondents are in management position. 51% of the respondents are staff 
members that have different roles and responsibilities within the organisation 
furthermore 12% of the respondents are on supervisor level and 15% are classified 
as other which include employees who have renewable contracts  
Position Frequency Percent 
Valid Executive 3 4.6 
Management 11 16.9 
Staff 33 50.8 
Supervisor 8 12.3 
Other 10 15.4 
Total 65 100.0 
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4.3.6 Level of education 
The majority of employees have a matric or diploma, the entry level of employment 
at Kansai Plascon is matric. The respondents who participated on the survey comply 
with the requirements of employment. There were also those respondents that have 
high levels of education; these respondents will potentially improve the likelihood that 
the survey questions were comprehensible and logical. The level of education 
outcome was listed on Table 4.2.7 and Figure 4.6 below  
 
Table 4.2.7 Sample segmentation by level of education 
Level of Education Frequency Percent 
Valid Tech Trade 5 7.7 
Matric 28 43.1 
Diploma 19 29.2 
Degree 8 12.3 
Higher degree 5 7.7 
Total 65 100.0 
 
Figure 4.6 Sample segmentation by level of education in percentage  
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According to figure 6.1, 8% of the respondents have technical trade while 43% of the 
respondents have passed matric, 29% of the respondents have diploma and 12% of 
the respondents have degree. Only 8% of the respondents have higher diploma. 
4.4 SUMMARY OF DEMOGRAPHIC INFORMATION 
According to the information presented above, there seems to be a strong staff 
retention culture within the organisation, 32% of the respondents have been within 
the company for 6-10 years while another 31% of the respondents have been within 
the organisation for 11-20 years. Gender equalities is something that they preach 
and practice, the results showed that 45% of the respondents were females and 55% 
were females. In terms of ethnic group the majority of the sample are coloured 
representing 45%. The majority of the respondents meet the minimum requirement 
of employment in South Africa which is matric. 
4.5 SECTION B: IMPACT OF ACQUISITION 
This section analyses and interprets the descriptive statistics for the questions that 
have been asked to the respondents. Section B, C & D questions are classified 
under the following categories: 
 Impact on staff engagement 
 Question: 1, 2, 3, 8, 9, 14, 16, 17, 19, 20 (Section B) 
 Impact on productivity 
 Question: 4, 5, 6, 7, 10, 11, 18 (Section B) 
 Impact on business sustainability 
 Question : 12, 13, 15 (Section B) 
 Cultural differences  
 Question: 1, 5, 7, 8, 9, 10, 11 (Section C) 
 Resistance to change 
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 Question: 2, 3, 4, 6, 12, 13, 14, 16 (Section C) 
 Organisational behaviour  
 Question: 15, 17, 18, 19, 20 
 Impact on employees 
 Question: 1, 2, 3, 4, 5, 6 (Section D)  
4.5.1 Impact on staff engagement 
Q1 
12.3% of the respondents strongly disagree, 43.1% disagree, 20% are neutral, while 
23.1% agree and 2.1% strongly agree that employees are motivated as a result of 
acquisition. 
Q2 
6.2% of the respondents strongly disagree, 26.2% disagree, and 27.7% are neutral, 
while 40% agree that management was involved in the post- merger and acquisition. 
Q3 
12.3% of the respondents strongly disagree, 30.8% disagree, 29.2% are neutral, 
while 26.2 agree and 1.5% strongly agrees that policies, strategies and practices 
changed for the better post-acquisition. 
Q8 
16.9% of the respondents strongly disagree, 38.5%disagree, and 18.5% are neutral 
while 26.2 % agrees that employees were involved in the post-merger and 
acquisition process.  
Q9 
10.8% of the respondents strongly disagree, 35.4% disagree, 21.5% are neutral 
while 30.8% agree and 1.5% strongly agree that after acquisition management and 
control has improved. 
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Q14  
10.6% of the respondents strongly disagree, 26.2% disagree, 30.8% are neutral, 
while 29.2% agree and 3.1% strongly agree that knowledge transfer between the two 
firms was acceptable. 
Q16 
4.6% of the respondents strongly disagree, 10.8% disagree, 21.5% are neutral while 
47.7% agree and 15.4% strongly agrees that employees are less motivated as a 
result of acquisition. 
Q17 
3.1% of the respondents strongly disagree, 18.5% disagree, 26.2% are neutral while 
38.5% agree and 13.8% strongly agrees that the absenteeism rate has increased  
Q19 
3.1% of the respondents strongly disagree, 23.1% disagree, 35.4% are neutral while 
29.2% agree and 9.2% strongly agrees that employees are resisting to change to 
this new culture. 
Q20 
1.5% of the respondents strongly disagree, 15.4% disagree, 32.3% are neutral while 
44.6% agree and 6.2% strongly agrees that staff retention is poor. 
4.5.2 Impact on productivity 
Q4 
4.6% of the respondents strongly disagree, 23.1% disagree, 24.6% are neutral while 
41.5% agree and 6.2% strongly agrees that the integration of people and 
organisational cultures was done in an acceptable manner. 
Q5 
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12.3% of the respondents disagree, 44.6% are neutral while 40% agree and 3.1% 
strongly agrees that after the acquisition the business market share has improved. 
Q6 
3.1% of the respondents strongly disagree, 24.6% disagree, 26.2% are neutral while 
40% agree and 6.2% strongly agrees that the performance of the organisation is 
poor. 
Q7 
6.2% of the respondents strongly disagree, 23.1% disagree, 26.2% are neutral while 
38.5% agree and 6.2% strongly agrees that the working conditions were better 
before acquisition and merger. 
Q10 
4.6% of the respondents strongly disagree, 46.2% disagree, 23.1% are neutral while 
24.6% agree and 1.5% strongly agrees that post acquisition productivity has 
improved  
Q11 
6.2% of the respondents strongly disagree, 33.8% disagree, 43.1% are neutral while 
15.4% agree and 1.5% strongly agrees that post acquisition there is a huge 
improvement in research and development. 
Q18 
1.5% of the respondents strongly disagree, 15.4% disagree, 32.3% are neutral while 
47.7% agree and 3.1% strongly agrees that productivity has decreased. 
4.5.3 Impact on business sustainability 
Q12 
1.5% of the respondents strongly disagree, 16.9% disagree, 35.4% are neutral while 
38.5% agree and 7.7% strongly agrees that the acquirer firm has benefited more 
from the acquisition process. 
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Q13 
9.2% of the respondents strongly disagree, 15.4% disagree, 27.7% are neutral while 
43.1% agree and 4.6% strongly agrees that the acquired firm has benefited more 
from the acquisition process. 
Q15 
4.6% of the respondents strongly disagree, 3.1% disagree, 7.7% are neutral while 
55.4% agree and 29.2% strongly agrees that after acquisition there is high 
uncertainty about the future. 
4.6 SECTION C- CULTURAL DIFFERENCES  
Q1 
16.9%% of the respondents disagree, 12.3% are neutral while 50.8% agree and 20% 
strongly agree that there is cultural differences between the two companies 
Q5 
3.1% of the respondents strongly disagree, 9.2% disagree, 15.4% are neutral while 
60.0% agree and 12.3% strongly agrees that multiculturalism exists within the 
organisation. 
Q7 
15.4% of the respondents strongly disagree, 40% disagree, 21.5% are neutral while 
20.0% agree and 3.1% strongly agrees that the new company has weak identity. 
Q8 
4.6% of the respondents strongly disagree, 32.3% disagree, 26.2% are neutral while 
29.2% agree and 7.7% strongly agrees that there is no sense of belonging within the 
new company 
Q9 
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3.1% of the respondents strongly disagree, 21.5% disagree, 26.2% are neutral while 
43.1% agree and 6.2% strongly agrees that the culture before acquisition was not 
well determined. 
Q10 
4.6% of the respondents strongly disagree, 15.4% disagree, 29.2% are neutral while 
44.6% agree and 6.2% strongly agrees that prior acquisition there was 
multiculturalism. 
Q11 
1.5% of the respondents strongly disagree, 12.3% disagree, 35.4% are neutral while 
44.6% agree and 6.2% strongly agrees that prior acquisition there was high level of 
valuing cultural diversity 
4.6.1 Resistance to change. 
Q2 
18.5%% of the respondents disagree, 23.1% are neutral while 44.6% agree and 
13.8% strongly agree that the values of the decision makers of the acquiring and the 
acquired firm differ. 
Q3 
10.8%% of the respondents disagree, 24.6% are neutral while 61.5% agree and 
3.1% strongly agree that the culture of the acquired firm has changed. 
Q4 
1.5% of the respondents strongly disagree, 20% disagree, 36.9% are neutral while 
38.5% agree and 3.1% strongly agrees that there is weak belief in own 
competitiveness. 
Q6 
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3.1% of the respondents strongly disagree, 41.5% disagree, 33.8% are neutral while 
16.9% agree and 4.6% strongly agrees that there are weak ties to suppliers and 
customers. 
Q12 
3.1% of the respondents strongly disagree, 15.4% disagree, 23.1% are neutral while 
46.2% agree and 12.3% strongly agrees that prior acquisition there was high level of 
flexibility. 
Q13 
10.8% of the respondents strongly disagree, 23.1% disagree, 32.3% are neutral 
while 30.8% agree and 3.1% strongly agrees that the acquired personnel viewed the 
acquisition process positively. 
Q14 
6.2% of the respondents strongly disagree, 7.7% disagree, 41.5% are neutral while 
40% agree and 4.6% strongly agrees that the acquiring company viewed the 
practices and values of the acquired company positively. 
Q16 
10.8%% of the respondents disagree, 35.4% are neutral while 46.2% agree and 
7.7% strongly agree that the acquired firm wanted to preserve its old culture. 
4.6.2 Organisational Behaviour 
Q15 
1.5% of the respondents strongly disagree, 7.7% disagree, 36.9% are neutral while 
47.7% agree and 6.2% strongly agrees that the acquiring firm culture is dominant. 
Q17 
7.7% of the respondents strongly disagree, 20% disagree, 27.7% are neutral while 
40% agree and 4.6% strongly agrees that a new culture is being shared by the two 
companies. 
      
 
 
 
72 
Q18 
3.1% of the respondents strongly disagree, 3.1% disagree, 15.4% are neutral while 
75.4% agree and 3.1% strongly agrees that a new identity has been created. 
Q19 
4.6% of the respondents strongly disagree, 20% disagree, 26.2% are neutral while 
49.2% agrees that employees are practising the new culture. 
Q20 
6.2% of the respondents strongly disagree, 12.3% disagree, 30.8% are neutral while 
43.1% agree and 7.7% strongly agrees that the new culture is a true reflection on the 
organisation brand. 
4.7 SECTION D- IMPACT ON EMPLOYEES 
Q1 
 6.2% of the respondents strongly disagree, 24.6% disagree, 30.8% are neutral while 
32.3% agree and 6.2% strongly agrees that acquisition has impacted positively in 
their performance. 
Q2 
 4.6% of the respondents strongly disagree, 44.6% disagree, 24.6% are neutral while 
18.5% agree and 7.7% strongly agrees that they feel better off after the merger 
Q3 
 3.1% of the respondents strongly disagree, 26.2% disagree, 26.2% are neutral while 
35.4% agree and 9.2% strongly agrees that they are happy with their roles 
Q4 
 1.5% of the respondents strongly disagree, 24.6% disagree, 23.1% are neutral while 
38.5% agree and 12.3% strongly agrees that the announcement of the mergers and 
acquisitions increased their anxiety. 
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Q5 
3.1% of the respondents strongly disagree, 21.5% disagree, 29.2% are neutral while 
40% agree and 6.2% strongly agrees that the merger has influenced their positive 
attitude and behaviour towards their work. 
Q6 
1.5% of the respondents strongly disagree, 24.6% disagree, 26.2% are neutral while 
38.5% agree and 9.2% strongly agrees that the merger has affected their 
commitment towards the organisation. 
4.8 DESCRIPTIVE STATISTICS 
As can be seen from the above data, employee perception differ with regards to 
acquisition, positive response was received and can be substantiated by the mean 
values on table 4.2.8 below. (Note: mean scores range from 1-5) 
Table 4.2.8 Descriptive Statistics 
 
Staff_Engage Productivity Sustainability Cult_Diff Resist_Change Org_Behaviour Employees
Valid 65 65 65 65 65 65 65
Missing 0 0 0 0 0 0 0
2.6954 2.8967 2.8359 3.1187 2.9516 3.3500 3.1641
2.7000 2.8571 3.0000 3.1429 3.0000 3.5000 3.0000
.56828 .54837 .51748 .40687 .45756 .72592 .64516
-.297 .142 -.131 .156 -.466 -1.115 .596
.297 .297 .297 .297 .297 .297 .297
1.00 1.57 1.67 1.86 1.86 1.00 1.83
4.20 4.29 4.33 4.57 3.71 4.75 5.00
N
Mean
Median
Std. Deviation
Skewness
Std. Error of Skewness
Minimum
Maximum
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Table 7 above shows an overall mean score of the categories measured, from the 
table it can be seen that the overall mean score is 2.6954 for the employee 
perception on staff engagement during the acquisition process at Kansai Plascon. As 
a percentage the overall mean score equals to (2.6954-1)/4.*100 = 42.38%. The 
minimum score above on the staff engagement reveals that a wide range of scores 
from a minimum of 1.00 to a maximum of 4.20, this wide variation indicates that 
there is a fluctuating degree of opinion on this issue. The mean score of 42.38% 
indicates that 42.38% of staff members feels like staff was engaged during the 
acquisition process. 
An overall mean score of 2.8967 for employee’s perception regarding productivity 
post acquisition was achieved. As a percentage the overall mean score equals to 
(2.8967-1)/4*100 = 47.41%, this is a fair overall score of employee perception 
regarding productivity post acquisition. The minimum score for productivity reveals 
that a wide range of scores from a minimum of 1.57 to a maximum of 4.29, this wide 
variation indicates that there is a fluctuating degree of opinion on this issue. The 
mean score of 47.41% indicates that only 47.41% of employees are happy that 
productivity has improved post acquisitionAn overall mean score of 2.8359 for 
employee’s perception regarding business sustainability post acquisition was 
achieved. As a percentage the overall mean score equals to (2.8359-1)/4 *100 = 
45.89% which is a fairly good overall employee perception of business sustainability 
post-merger and acquisition. The minimum score for business sustainability reveals 
that a wide range of scores from a minimum of 1.67 to a maximum of 4.33, this wide 
variation indicates that there is a fluctuating degree of opinion on this matter. The 
mean percentage of 45.89% indicates that the employees do see business 
sustainability post acquisition. 
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An overall mean score of 3.1187 for employee’s perception regarding cultural 
differences post acquisition was achieved. As a percentage the overall mean score 
equals to (3.1187-1)/4*100 = 52.97% which is a fairly good overall employee 
perception of cultural differences within the organisation post acquisition. The 
minimum score for cultural differences post acquisition reveals that a wide range of 
scores from a minimum of 1.86 to a maximum of 4.57, this wide variation indicates 
that there is a fluctuating degree of opinion on this matter. The mean percentage of 
52.97% indicates that employees feel that there are no major cultural differences 
within the organisation post the acquisition. 
An overall mean score of 2.9516 for employee’s perception regarding employee 
resistance to change was achieved. As a percentage the overall mean score equals 
to (2.9516-1)/4*100 = 48.79% which a fairly good overall employee perception of 
employee resistance to change. The minimum score for resistance to change 
reveals that there is no wide range of scores from a minimum 1.86 to a maximum of 
3.71; this indicates that there is no fluctuating degree of opinion on this matter. The 
mean percentage of 48.79% indicates that employees are not resisting to change. 
An overall mean score of 3.3500 for employee perception regarding organisation 
behaviour post acquisition was achieved. As a percentage the overall mean score 
equals to (3.3500-1)/4*100 = 58.75%, this is a good overall employee perception of 
organisational behaviour post acquisition. The minimum score for organisational 
behaviour post acquisition reveals that a wide range of scores from a minimum of 1 
to a maximum of 4.75, this wide variation indicates that there is a fluctuating degree 
of opinion on this matter. The mean percentage of 58.75% indicates that employees 
are happy with the organisational behaviour post acquisition. 
An overall mean score of 3.1641 for employee’s perception regarding the welfare of 
employees was achieved. As a percentage the overall mean score equals to 
(3.1641-1)/4*100 = 54.10% which is a good overall employee perception of 
employee welfare. The minimum score for employee welfare reveals that a wide 
range of scores from a minimum of 1.83 to a maximum of 5.00, this wide range 
indicates that there is a fluctuating degree of opinion on this matter. The mean 
percentage of 54.10% indicates that the employees are happy with the way things 
are conducted post acquisition. 
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The following tables highlights individual question analysis ranging from section B of 
the questionnaire to section C, these tables details employees perception, a mean 
score of each question is generated, these means are then added up to form the 
overall mean core of each category as explained on the preceding paragraphs. 
Table 4.2.9 Mean of each question (Section B) 
  
Valid 
N Mean Median Mode Frequency Minimum Maximum Std.Dev. 
          of Mode       
C1 65 3.74 4 4 33 2 5 0.97 
C2 65 3.54 4 4 29 2 5 0.95 
C3 65 3.57 4 4 40 2 5 0.73 
C4 65 3.22 3 4 25 1 5 0.86 
C5 65 3.69 4 4 39 1 5 0.92 
C6 65 2.78 3 2 27 1 5 0.93 
C7 65 2.55 2 2 26 1 5 1.08 
C8 65 3.03 3 2 21 1 5 1.06 
C9 65 3.28 3 4 28 1 5 0.98 
C10 65 3.32 4 4 29 1 5 0.97 
C11 65 3.42 4 4 29 1 5 0.85 
C12 65 3.49 4 4 30 1 5 1.00 
C13 65 2.92 3 3 21 1 5 1.05 
C14 65 3.29 3 3 27 1 5 0.91 
C15 65 3.49 4 4 31 1 5 0.79 
C16 65 3.51 4 4 30 2 5 0.79 
C17 65 3.14 3 4 26 1 5 1.04 
C18 65 3.72 4 4 49 1 5 0.72 
C19 65 3.20 3 4 32 1 4 0.92 
C20 65 3.34 4 4 28 1 5 1.00 
 Table 4.30 Mean of each question (Section C) 
  
Valid 
N Mean Median Mode Frequency Minimum Maximum Std.Dev. 
          of Mode       
B1 65 2.58 2 2 28 1 5 1.03 
B2 65 3.02 3 4 26 1 4 0.96 
B3 65 2.74 3 2 20 1 5 1.03 
B4 65 3.22 3 4 27 1 5 1.02 
B5 65 3.34 3 3 29 2 5 0.73 
B6 65 3.22 3 4 26 1 5 0.99 
B7 65 3.15 3 4 25 1 5 1.05 
B8 65 2.54 2 2 25 1 4 1.06 
B9 65 2.77 3 2 23 1 5 1.06 
B10 65 2.72 2 2 30 1 5 0.94 
B11 65 2.72 3 3 28 1 5 0.86 
B12 65 3.34 3 4 25 1 5 0.91 
      
 
 
 
77 
B13 65 3.18 3 4 28 1 5 1.06 
B14 65 2.88 3 3 20 1 5 1.05 
B15 65 4.02 4 4 36 1 5 0.96 
B16 65 3.58 4 4 31 1 5 1.03 
B17 65 3.42 4 4 25 1 5 1.04 
B18 65 3.35 4 4 31 1 5 0.84 
B19 65 3.18 3 3 23 1 5 1.00 
B20 65 3.38 4 4 29 1 5 0.88 
 Table 4.3.1 Mean of each question (Section D) 
  
Valid 
N Mean Median Mode Frequency Minimum Maximum Std.Dev. 
          of Mode       
D1 65 3.08 3 4 21 1 5 1.04 
D2 65 2.80 3 2 29 1 5 1.05 
D3 65 3.22 3 4 23 1 5 1.04 
D4 65 3.35 4 4 25 1 5 1.04 
D5 65 3.25 3 4 26 1 5 0.97 
D6 65 3.29 3 4 25 1 5 1.00 
 4.8.1 Reliability Statistics  
Cronbach alpha of the following factors was determined: Impact towards staff 
engagement, impact towards productivity, impact towards business sustainability, 
cultural differences, and resistance to change, organisational behaviour and impact 
towards employees. 
Table 4.3.2 Cronbach alpha of the seven factors 
Factors Cronbach alpha 
Impact towards staff engagement 0.756 
Impact towards productivity 0.692 
Impact towards business sustainability -0.283 
Cultural differences 0.206 
Resistance to change 0.50 
Organisational behaviour 0.64 
Impact towards employees 0.7 
 
A cronbach alpha of 0.756 for impact on staff engagement was observed, this value 
shows that there is a good correlation between staff engagement and acquisition and 
it also shows a stronger reliability as this value is higher than the 0.50 cut off point of 
Nunnally (1978) and 0.60 cut off point for fair reliability. 
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The cronbach alpha of 0.692 for the impact on productivity also gave a good 
correlation between productivity and acquisition and it further shows a stronger 
reliability as this value is higher than the 0.50 cut off point of Nunnally (1978) and 
0.60 cut off point for fair reliability. 
Impact towards business sustainability and cultural differences both showed poor 
reliability as they are lower than the cronbach alpha of SHAR of 0.35. Both factors 
shows that there is no correlation between them and the questions asked on 
acquisition. The negative value on impact towards business sustainability is due to a 
negative average covariance among items and also may be as a result of the items 
asked being poorly understood by the respondents. 
A cronbach alpha of 0.50 for resistance to change gave an acceptable reliability and 
there is a fair correlation between resistance to change and questions asked on 
acquisition. 
Both factors, organisational behaviour and impact on employees shows a stronger 
reliability as they are higher than 0.50 cut of point of Nunnally (1978) and they also 
show a fair reliability as they are more than 0.60 cut off point for fair reliability. Both 
factors also show a correlation between them and the questions asked on 
acquisition. 
4.8.2 Data Correlation Analysis 
From the reliability analysis that was conducted on the preceding paragraphs, the 
factors were measured for correlation using the Pearson Correlation score. The 
correlation factors are presented on Table 9 below. Since the mean value of each 
factor coincides with the Likert scale rating and can be interpreted the same way. 
When looking at the mean values for staff engagements, respondents tend to 
disagree that staff was engaged during the acquisition process; this is postulated by 
a mean value of 2.695. The same trend has been noticed on productivity with a 
mean value of 2.897, respondents disagree that productivity has increased as a 
result of acquisition. Furthermore respondents with a mean value of 2.836 disagree 
that there is business sustainability post-merger and acquisition. 
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From cultural difference point of view, a mean score of 3.119 was achieved, the 
respondents are neutral on this factor, furthermore respondents disagree that they 
are resisting to change, this is substantiated with a mean value of 2.952. A mean 
score of 3.350 for organisational behaviour post acquisition was achieved; this 
means that respondents are neutral that the organisation has changed for the worst. 
Lastly the respondents are neutral on impact of acquisition on employees with a 
mean value of 3.164. 
4.8.3 Hypothesis tests  
 Hypothesis H01 
The null hypothesis states: 
H01: Engagement of staff does not influence organisational behaviour in an acquired 
firm. 
From table 9, it can be seen that there is a correlation of 0.574 between staff 
engagement and organisational behaviour, this shows a strong correlation meaning 
that engaged staff members in an acquired firm will result to a healthy organisational 
behaviour. The p-value is so small less than 0.05. This means that it is unlikely that 
the hypothesis is true and therefore can be rejected. It can therefore be concluded 
that staff engagement does have an impact on organisational behaviour of the 
acquired firm.  
 Hypothesis H02 
The null hypothesis states: 
H02 : Productivity is not influenced by organisational behaviour of the acquired firm 
There is a correlation of 0.516 between productivity and organisational behaviour of 
the acquired firm; this shows a strong correlation meaning that an increase in 
productivity will result in a stronger organisational behaviour of the acquired firm. The 
p-value is so small less than 0.05.This means that it is unlikely that the hypothesis is 
true and therefore can be rejected. It can therefore be concluded that productivity 
does have an impact on organisational behaviour of the acquired firm. 
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 Hypothesis H03  
The null hypothesis states: 
H03 : Business sustainability does not influence organisational behaviour of the 
acquired firm 
There is a correlation of 0.270 between business sustainability and organisational 
behaviour of the acquired firm, this shows a week correlation meaning that an 
increase in business sustainability does not necessarily mean an improvement in the 
organisational behaviour of the acquired firm. The p-value of 0.030 is small but 
closer to 0.05. This means that there is a probability that the hypothesis is true and 
therefore might not be rejected. Although business sustainability does not have an 
impact on organisational behaviour it has a weak correlation. 
 Hypothesis H04 
The null hypothesis states: 
H04 : Cultural differences do not influence organisational behaviour of the acquired 
firm. 
There is a correlation of 0.513 between cultural differences and organisational 
behaviour of the acquired firm, this shows a strong correlation meaning that an 
increase in cultural differences will result to distorted organisation behaviour. The p-
value is so small less than 0.05. This means that it is unlikely that the hypothesis is 
true and therefore can be rejected. It can therefore be concluded that cultural 
differences do have an impact on organisational behaviour of the acquired firm.  
 Hypothesis H05 
The null hypothesis states: 
H05 : Resistance to change does not influence the organisational behaviour of the 
acquired firm. 
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There is a correlation of 0.700 between resistance to change and organisational 
behaviour, this shows a strong correlation meaning that the more staff resist to 
change the more distorted the organisation behaviour will be. The p-value is so small 
less than 0.05. This means that it is unlikely that the hypothesis is true and therefore 
can be rejected. It can therefore be concluded that resistance to change do have an 
impact on organisational behaviour of the acquired firm. 
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Table 4.3.3 Correlations and Mean 
 
Correlation coefficients: <0.3 = Weak, 0.3-0.49 = Moderate, 0.5+ = Strong 
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4.9 COMPARISON OF DATA  
Analysis of data based on gender, years employed and race was tabulated as per 
table 4.3.4- 4.3.5 below. A two sample test was employed to determine whether the 
three factors have a major impact on acquisition, furthermore ANOVA was also 
employed to determine whether years of employment and race plays a role on 
organisational behaviour of the acquired firm. 
4.9.1 Gender comparisons  
Table 4.3.4 Gender 
 
N Mean 
Std. 
Dev. t df p 
Staff_Engage Male 36 2.74 0.52 .73 63 .4688 
Female 29 2.64 0.62 
 
    
Productivity Male 36 2.88 0.57 -.26 63 .7987 
Female 29 2.92 0.52       
Sustainability Male 36 2.80 0.55 -.68 63 .4961 
Female 29 2.89 0.48 
 
    
Cult_Diff Male 36 3.09 0.48 -.60 63 .5492 
Female 29 3.15 0.29       
Resist_Change Male 36 2.92 0.46 -.68 63 .4970 
Female 29 3.00 0.46 
 
    
Org_Behaviour Male 36 3.36 0.71 .14 63 .8919 
Female 29 3.34 0.76       
Employees Male 36 3.15 0.72 -.16 63 .8762 
Female 29 3.18 0.55       
 
A two sample T-test was used to evaluate the difference in means between males 
and females; the total T-value for each factor was calculated as per table 10 above. 
Since the p-value of all the factors were greater than 0.05, it can be concluded that 
gender does not influence the stipulated factors hence it can be said that there is no 
significant difference. 
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4.9.2 Number of years employed  
  N Mean 
Std. 
Dev. 
ANOVA 
F p 
Staff Engagement 1-5 years 12 2.65 0.47 1.199 .318 
6-10 years 21 2.83 0.45     
11-20 
years 
20 2.52 0.61     
21+ years 12 2.79 0.75     
Total 65 2.70 0.57     
Productivity 1-5 years 12 2.80 0.42 1.493 .225 
6-10 years 21 2.92 0.43     
11-20 
years 
20 2.77 0.59     
21+ years 12 3.17 0.72     
Total 65 2.90 0.55     
Sustainability 1-5 years 12 2.83 0.52 2.257 .091 
6-10 years 21 2.76 0.47     
11-20 
years 
20 2.72 0.51     
21+ years 12 3.17 0.52     
Total 65 2.84 0.52     
Cultural _Differences  1-5 years 12 3.04 0.41 .326 .806 
6-10 years 21 3.12 0.36     
11-20 
years 
20 3.11 0.37     
21+ years 12 3.20 0.55     
Total 65 3.12 0.41     
Resistance to Change 1-5 years 12 2.86 0.39 0.601 .617 
6-10 years 21 2.99 0.46 
 
  
11-20 
years 
20 2.89 0.50 
 
  
21+ years 12 3.07 0.48 
 
  
Total 65 2.95 0.46 
 
  
Org_Behaviour 1-5 years 12 3.42 0.62 1.009 .395 
6-10 years 21 3.52 0.62     
11-20 
years 
20 3.14 0.78     
21+ years 12 3.33 0.87     
Total 65 3.35 0.73     
Employees 1-5 years 12 2.97 0.50 1.071 .368 
6-10 years 21 3.10 0.46     
11-20 
years 
20 3.20 0.69     
21+ years 12 3.42 0.91     
Total 65 3.16 0.65     
Table 4.3.5 Years employed comparisons 
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From the p-values that are greater than 0.05 for all the factors, it can be concluded 
that the number of years employed do not have any influence on the factors as there 
is no significant difference between the number of years employed and the stipulated 
factors. 
4.9.3 Race ComparisonTable 4.3.6 below depicts the impact of race  
  N Mean 
Std. 
Dev. 
ANOVA 
F p 
Staff_Engage Black 20 2.75 0.55 .809 .494 
White 11 2.45 0.71     
Asian/Indian 5 2.68 1.06     
Coloured 29 2.75 0.41     
Total 65 2.70 0.57     
Productivity Black 20 2.86 0.43 .896 .448 
White 11 2.77 0.70     
Asian/Indian 5 2.69 0.93     
Coloured 29 3.01 0.49     
Total 65 2.90 0.55     
Sustainability Black 20 2.77 0.43 .794 .502 
White 11 2.70 0.50     
Asian/Indian 5 2.80 0.69     
Coloured 29 2.94 0.55     
Total 65 2.84 0.52     
Cult_Diff Black 20 2.94 0.48 2.464 .071 
White 11 3.25 0.26     
Asian/Indian 5 3.34 0.82     
Coloured 29 3.16 0.25     
Total 65 3.12 0.41     
Resist_Change Black 20 2.88 0.47 .241 .868 
White 11 2.97 0.48     
Asian/Indian 5 3.00 0.71     
Coloured 29 2.99 0.41     
Total 65 2.95 0.46     
Org_Behaviour Black 20 3.34 0.79 .405 .750 
White 11 3.25 0.77     
Asian/Indian 5 3.10 1.21     
Coloured 29 3.44 0.58     
Total 65 3.35 0.73     
Employees Black 20 3.03 0.57 6.627 .001 
White 11 2.95 0.58     
Asian/Indian 5 4.23 0.83     
Coloured 29 3.15 0.53     
Total 65 3.16 0.65     
Table 4.3.6 Race comparisons  
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From table 12 above staff engagement, productivity, sustainability, cultural 
difference, resistance to change and organisational behaviour have a p-value that is 
more than 0.05 which then tells that race does not influence the mentioned factors 
as the result shows no significant difference. It can be seen from table 12 that race 
does influence employees behaviour; a p-value of 0.001 indicates that there is a 
statistically significant difference between employees due to race.  
4.10 SUMMARY 
In this chapter the presentation and interpretation of data was addressed, statistical 
calculations and graphs were used to present the data. The study that was 
conducted was based on a sample size of 65 respondents that were classified under 
the following categories: Number of years employed within the company, gender, 
functional area, position and level of education. The results showed that the 
population was well represented by the sample size and was examined and 
illustrated by tables and graphs. The respondents were so eager to answer the 
questionnaire as it seems there were some burning issues that they want to voice 
out. 
This chapter also showed that there were two factors that did not have a direct link to 
the impact of acquisition on organisational behaviour. Business sustainability and 
resistance to change were identified as the two factors that do not have direct impact 
on organisational behaviour of the acquired firm. The validity of these two factors 
was substantiated by the cronbach alpha that was less than 0.50. 
Section B which had sub headings was also analysed, each line of the question 
asked was interpreted based on its category, all the factors that were measured had 
a mean value greater than two, which means that the respondents are either neutral 
or agree with the question asked. 
Section C also contained sub headings that were analysed and interpreted. 
Hypothesis was also tested for all the factors and all null hypotheses were rejected 
based on Pearson correlation. 
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In the next chapter, conclusions and recommendations pertaining to the research 
study will be discussed. 
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CHAPTER FIVE 
FINDINGS, SUMMARY AND RECOMMENDATIONS 
5.1 INTRODUCTION 
In this chapter, the overview of the research as well as the summary of the findings 
will be discussed. These findings will be established based on the hypothesis 
formulated on Chapter one. From the findings recommendations and conclusion will 
be made. The conclusion reached will highlight main factors that influence 
organisational behaviour of an acquired firm. Finally the chapter will provide 
suggestions for further research in the field of managing organisational behaviour of 
an acquired firm. 
5.2 FINDINGS 
A multi-tiered research approach was followed in this research. The following factors 
were evaluated to see if they affect the organisational behaviour of an acquired firm: 
 Staff Engagement 
 Productivity 
 Business Sustainability 
 Cultural Differences 
 Resistance to Change 
 Organisational Behaviour 
 
Hypotheses were formulated based on the factors above. 
 Hypothesis 1 
Engagement of staff does not influence organisational behaviour in an acquired firm. 
A mean score of 42.38% that represents a low score was achieved, this score 
supports the hypothesis. The low score means that employee perception on staff 
engagement is more negative than positive at Kansai Plascon. A stronger correlation 
between staff engagement and organisational behaviour was observed. This means 
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that the employees felt that the more engaged they could have been on factors that 
influence the organisational behaviour; the more positive they will be than negative. 
 Hypothesis 2 
Productivity is not influenced by organisational behaviour of the acquired firm 
A mean score of 47.41% that represents a fair score but low was achieved, this 
score supports the hypothesis. The fair mean score means that employee perception 
on impact of productivity on organisational behaviour of the acquired firm is more 
negative than positive. A stronger correlation between productivity and 
organisational behaviour of an acquired firm was identified. This means that 
employees felt that acquisition has influenced productivity more negatively than 
positively at Kansai Plascon. 
 
 Hypothesis 3 
Business sustainability does not influence organisational behaviour of the acquired 
firm. A mean score of 45.89% that represents a fair score but low was achieved, this 
sore supports the hypothesis. The fair mean score means that employee’s 
perception on business sustainability at Kansai Plascon is more negative than 
positive. A weak correlation between business sustainability and organisational 
behaviour of an acquired firm was identified. This means that employees at Kansai 
Plascon felt that acquisition has influenced business sustainability more positive than 
negative. 
 
 Hypothesis 4 
Cultural differences do not influence organisational behaviour of the acquired firm. 
A mean score of 52.97% that represents a fairly good score was achieved; this score 
does not support the hypothesis. The fairly good score means that employee’s 
perception on cultural differences towards organisational behaviour at Kansai 
Plascon is more positive than negative. A strong correlation between cultural 
differences and organisational behaviour of the acquired firm was identified. This 
means that employees at Kansai Plascon felt that there are cultural differences 
within the organisation. 
 
 Hypothesis 5 
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Resistance to change does not influence the organisational behaviour of the 
acquired firm. 
A mean score of 48.79% that represents a fair score but low was achieved, this sore 
supports the hypothesis. The fair mean score means that employee’s perception on 
resistance to change at Kansai Plascon is more negative than positive. A strong 
correlation between resistance to change and organisational behaviour of the 
acquired firm was identified. This means that employees perceive the change to 
have a negative impact than positive towards organisational behaviour. 
 
5.3 DISCUSSION OF RESEARCH FINDINGS  
Employee perception regarding the impact of acquisition to the organisational 
behaviour of the acquired firm was analysed. Correlation in areas such as staff 
engagement, resistance to change, cultural differences and productivity were 
identified to be interrelated to the organisational behaviour of the acquired firm. 
Paragraphs to follow will look into detail of these factors that are interrelated to the 
behaviour. 
From the study the following was formulated and used: 
Table 5.1: Scale used  
 
(Source: Researcher’s own) 
 
From a scale of low, medium and high most of the respondents are on the medium 
phase; this means that the respondents were mostly neutral on the questions asked. 
B-15  has a mean score of 4.02 this is a high mean score, this means that 
employees at Kansai Plascon agrees that there is high uncertainty about the future 
of the organisation, about 84.6% of the employees agrees that there is high 
uncertainty about the future of the organisation . 
2.33 3.66
1 2 3 4 5
Low High
4\3 = 1.33
Medium
Likert-Scale 
Mean
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C- 1 has a mean score of 3.74 that is regarded to be high, this mean score means 
that employees agrees that there are cultural differences between the two 
companies, 70,8% of the respondents agrees that there are cultural differences due 
to the factors after the acquisition. 
C- 5 has a mean score of 3.69 that is also found to be high, this mean scores means 
that employees agrees that multiculturalism exists within the organisation, 72.3% of 
the respondents agrees that multiculturalism exists at Kansai Plascon although there 
are still cultural differences that needs to be sorted.  
 
C-18 has a mean value of 3.72 that is regarded to be high as per scale above, this 
high mean score means that employees agrees that a new identity has been created 
as a result of acquisition, 78.5% of the respondents  also agrees that a new identity 
has been created as a result of acquisition.  
 
 With regard to staff engagement post-acquisition, employees felt like they were 
never involved in the acquisition  process, 52.3% of the respondents are not enticed  
of this new concept due to lack of their involvement. Furthermore 55.4% of the 
respondents disagrees that they were involved in the post-merger and acquisition 
process. The following two questions stood out as the ones that the employees were 
in disagreement with: 
 Employees were involved in the post-merger and acquisition process 
 After acquisition management and control has improved  
Both questions have a percentage score of 55.4% and 46.2% respectively that 
employee’s disagree that they were involved in the merger and acquisition process. 
With an overall mean score of 42.39% for staff engagement, it shows that employees 
were not happy and they were more negative than positive. The two questions that 
stood out showed that at the levels selected for the study employees were not happy 
of their involvement. 
43.1% of the respondents agree that the business market has increased, although 
the business market was perceived to increase 46.2% of the respondents are saying 
that the performance of the organisation is poor. These two statements are 
contradicting one another. From the business market point of view, the organisation 
might be doing good but the working conditions within the organisation might be 
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poor. Furthermore 44.7% of the respondents are saying that the working conditions 
were better before acquisition and merger. The working conditions were found to be 
more negative than positive. The following questions stood out as the ones the 
employees were either in agreement with or disagreement. 
 After the acquisition the business market share has improved 
 The performance of the organisation is poor 
 Working conditions were better before acquisition and merger 
An overall mean score of 47.41% for impact of acquisition towards productivity was 
achieved; it shows that productivity has been affected by acquisition but not to a 
great extent. 
70.8% of the respondents agree that there are cultural differences between the two 
companies furthermore 72.3% of the respondents felt like the values of the decision 
makers of the acquiring and the acquired firm differ. Since culture are the norms and 
believes of an organisation, the two companies will experience some difficulties in 
achieving their common goal if there are vast cultural differences. The following 
questions were found to be the ones that stood out to be negative than positive. 
 There are cultural differences between the two companies 
 The values of the decision makers of the acquiring and the acquired firm differ 
An overall mean score of 52.96% for the impact of cultural differences towards 
organisational behaviour of the acquired firm was achieved; this mean score tells 
that the organisational behaviour is affected by the cultural differences of the two 
companies. 
78.4% of the respondents agree that as a result of acquisition a new identity has 
been created, this new identity defines who the company is. The following question 
stood out to be more positive than negative. 
 
 A new identity has been created 
 
An overall mean score of 58.75% for the impact of acquisition towards the 
organisational behaviour of the acquired firm shows that acquisition does influence 
the organisational behaviour of the acquired firm. 
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The study also looked at the correlation of factors at a significant of 0.05 and 
0.01significant level. The results revealed that there was a strong correlation 
between productivity and staff engagement at a significant level of 0.01. A Pearson 
value of 0.685 was achieved, this shows a strong correlation. This means that if staff 
is not engaged productivity will be affected negatively. 
 
A correlation of 0.334 at 0.01 significant level was observed for staff engagement 
and business sustainability, this is a moderate correlation, this means that staff 
engagement did affect business sustainability but not to a great extent. 
 
A moderate correlation between staff between staff engagement and cultural 
differences was observed at 0.01 significant level, this means that staff engagement 
had moderate effect on cultural differences of the acquired firm. 
 
A strong correlation between staff engagement and employee resistance to change 
was observed as seen on table 9. This correlation means that as a result of not 
engaging employees to decision that might affect them, they tend to retaliate and 
resist to change. A Pearson value of 0.524 at 0.01 significant level was achieved 
which shows a strong correlation between the two factors. If employees are resisting 
adapting to this new change, employees will be disengaged. 
 
At 0.01 significant there is a moderate correlation between productivity and business 
sustainability, this means that productivity does influence business sustainability. 
This correlation is further substantiated with a Pearson value of 0.365 which shows a 
moderate correlation between the two factors. The cultural differences that are 
mentioned by the respondents will have a negative impact in production hence it is 
important in ensuring that the cultural differences are resolved as they will affect 
productivity negatively. 
 
There is a weak correlation between business sustainability and employee 
resistance to change. This means that employee resistance to change does not 
influence business sustainability negatively. This is further substantiated with the 
Pearson value of 0.268 which shows a weak correlation between the two factors. 
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A strong correlation between cultural differences and employee resistance to change 
was identified. This means that as a result of cultural differences amongst the two 
firms employees are resisting to change to this new culture. This is further 
substantiated with a Pearson correlation value of 0.533. 
 
Further analysis was done to statistically compare whether gender, number of years 
within the company and race does influence the seven factors: staff engagement, 
productivity, business sustainability, and cultural difference, resistance to change, 
organisational behaviour and employees. 
Table 5.2, for gender comparisons at a significant level of 0.05 shows that there is no 
noticeable influence that gender has an influence on organisational behaviour of an 
acquired firm. The following P values were obtained for the seven factors: 
Table 5.2: Gender comparison 
 
(Source: Researchers own) 
The scores obtained for gender comparison are greater than 0.05% level; this means 
that gender does not influence the organisational behaviour of an acquired firm. The 
organisational behaviour of an acquired firm was found to be not gender dependant. 
Table 5.3 for number of years employed at a significant level of 0.05 shows that 
there is no noticeable influence that the number of years employed has an influence 
on an organisational behaviour of an acquired firm. The following p values were 
obtained: 
 
 
Factors  p value  
Staff engagement 0.318 
Productivity 0.225 
Business Sustainability 0.091 
Cultural Differences  0.806 
Resistance to change  0.617 
Organisational behaviour 0.395 
Employees 0.368 
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Table 5.3: Number of years employed  
(Source: Researchers own) 
The scores obtained for number of years employed within the company are greater 
than 0.05% level, this means that the number of years employed do not influence the 
organisational behaviour of an acquired firm. 
Table 5.4 for race comparison at a significant level of 0.05 shows that there is no 
noticeable influence on the first six factors that gender has an influence on 
organisational behaviour of an acquired firm. However there is a noticeable influence 
that race has an influence on employees which then influence the organisational 
behaviour of the acquired firm. The following p values were obtained 
Table 5.4: Race comparison 
 
 
 
 
 
 
 
 
 
 
(Source: Researchers own) 
 
 
 
Factors  p value  
Staff engagement 0.4688 
Productivity 0.7987 
Business Sustainability 0.4961 
Cultural Differences  0.5492 
Resistance to change  0.4970 
Organisational behaviour 0.8919 
Employees 0.8762 
Factors  p value  
Staff engagement 0.494 
Productivity 0.448 
Business Sustainability 0.502 
Cultural Differences  0.071 
Resistance to change  0.868 
Organisational behaviour 0.750 
Employees 0.001 
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The score obtained for the race comparison for the first six factors was found to be 
greater than 0.05%, this means that race does not influence the organisational 
behaviour of an acquired firm but does have an impact towards employees which 
then influence the organisational behaviour of the acquired firm. 
 
5.4 SUMMARY OF THE STUDY 
The researched topic on this dissertation was to understand how an organisational 
behaviour is affected after it has been acquired. Seven factors that can have an 
influence on the organisational behaviour were investigated. 
The research revealed that although these factors might have an influence towards 
the organisational behaviour their severity was not determined as the respondents 
response’s showed to be neutral. The study has provided valuable information 
regarding employee perception on acquisition; it has also given management a 
starting point in solving human related issues that may have an influence on the 
organisational behaviour. 
Although the responses were scatted, there were some areas that required urgent 
attention; these areas will be discussed further on the paragraphs to follow.  
5.5 RECOMMENDATIONS  
The primary objective of the study was to investigate the impact of acquisition on the 
organisational behaviour. In order to achieve the desired primary objectives, the 
following secondary objectives were discussed and addressed accordingly: 
 The relationship between leadership and acquisition 
 New culture after acquisition 
 Productivity and business sustainability post acquisition 
 Operational behaviour 
The following recommendations were compiled to fulfil the objectives above: 
It has been revealed on the analysis that management was not involved in the 
decision making processes hence employees experienced high levels of frustration 
and aggression towards top management. To overcome this obstacle, organisation 
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who wants to partake in the acquisition process should ensure that they involve all 
stakeholders during the decision making processes. Leaders are more influential and 
they set the culture of an organisation. When leaders are involved in transactions 
such as mergers or acquisition it makes it much easier to transform an organisation 
from one firm to another without having any casualties that might affect the 
organisational behaviour negatively. 
It has been indicated that the employees felt like the old organisational culture was 
working for them hence they were resisting to change to this new culture. One of the 
reasons for employees to resist, they felt that the new culture was not implemented 
correctly as they were forced into it. To overcome this, organisation who want to 
acquire firms must understand the current culture of the organisation to be acquired 
and identify the positives and negatives. Once that is done they need to 
communicate the culture that they want to partake without discarding all of the 
existing norms and values. 
As a result of changes that were occurring, there were lot of uncertainties; these 
uncertainties have resulted on employees to have a negative attitude towards the 
organisation which then affected productivity negatively, employees felt despondent 
and less motivated of what they were doing and the absenteeism rate was high. 
Organisations should ensure that they create a good working relationship with the 
employees so that they could be motivated and productive. By doing this the profit 
margins of the organisation will thus increase, the business sustainability will be high 
and the new firm will be competitive. 
From the operational point of view, it has been indicated that the working 
environment has changed, the working policies, strategies and practices have 
changed for the worse. In order to stimulate the working environment realistic goals 
and targets needs to set, resources needs to be made available in order to work 
towards the desired goals, departmental strategies needs to be aligned to the 
common goal. 
Transparency was also another factor that comes up during the analysis. It has been 
indicated that there wasn’t enough transparency post acquisition which then resulted 
to anxiety on employees. Management needs to understand that any decision that is 
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taken will affect employees hence it is imperative to discuss them with those 
employees involved. This will confirm clear communication and transparency.  
5.6 PROBLEMS AND LIMITATIONS 
No major problems were encountered during the research however the response 
rate from senior management was disappointing as some of the managers were 
reminded on numerous occasions to submit their questionnaire. From the total 
population of the research, a response rate of 72% was achieved. The respondents 
who took part on the survey were based in Port Elizabeth and Johannesburg this 
presents a good balance of views.  
5.7 AREAS FOR FURTHER RESEARCH 
Further research regarding this topic can be extended to include the following: 
 Management of  staff post-acquisition 
  Study the relationship between staff motivation factors and organisational 
behaviour of an acquired firm. 
 Pre- assessment of organisational culture of the acquired firm. 
 Pre-merger assessment of human capital and change readiness. 
 Employee experiences of Mergers and Acquisition. 
5.8 CONCLUSION 
From the research it can be concluded that the employees have mixed differences 
regarding the impact of acquisition on the organisational behaviour. From the results 
it seems that the acquisition did have neither a positive nor a negative impact on the 
organisational behaviour of the acquired firm. The results revealed the following 
points regarding employee views on acquisition: 
The merger had a negative impact on the employees as there were high 
uncertainties about the future. 
The levels of negative emotions were found to be high due to the expectations and 
questions among the employees at all levels. 
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There were high levels of uncertainty which have resulted in higher absenteeism 
rate, stress levels were high, low job satisfaction and negative behaviour. 
As a result of these uncertainties about the future, employees were resisting to 
change, productivity was decreasing and there was lower commitment towards the 
organisation. 
Employees felt that the change process was not implemented correctly as they were 
not engaged on decisions that may have an impact on their lives. 
There was communication breakdown that was created post acquisition and 
employees felt that there was lack of transparency. 
The employees felt like there was lack of honesty which has resulted on some 
difficulties in executing a merger and change culture successfully. 
Employees felt that management should have been placed in roles they can fit and 
lead the organisation. 
The changes that were made were forced too quickly before there was an in depth 
understanding of systems and business processes at various business units. 
Employees felt that they were forced to fall in line with the bigger company with no 
other option being considered or looking at what is practical.   
Since motivation is one of the factors that can be used to retain staff, the employees 
felt that they were less motivated as a result of acquisition 
The values of the decision makers of the acquiring and the acquired firm were found 
to differ which then resulted to some of the employees to resist to change. 
The employees felt that multiculturalism exist within the organisation, this was one of 
the positive things highlighted by the respondents.  
 C-13 shows that employees are neither positive nor negative about the acquisition 
process, this neutral behaviour tends to bring uncertainties about the future of the 
organisations which then resulted on employees to retaliate and to have negative 
attitude towards the organisation which then contributed towards a negative 
organisational behaviour. To prevent this from happening senior management need 
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to have open communication with the employees so that they can be well informed 
about the direction the organisation intend to take. 
In general it seems like the employees are still committed towards the organisation 
although there are still some issues that needs to be addressed. The research 
results revealed that the seven factors do influence the organisational behaviour and 
should be managed accordingly to avoid any negative influences towards. 
Furthermore the study showed that acquisition did have an impact on the employees 
on certain areas. 
From the findings of the study it can be concluded that the organisational behaviour 
of the acquired firm was neither influenced positively nor negatively by the 
acquisition transaction. 
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7 APPENDICES 
APPENDIX A 
 
 
 
 
 
Dear Participant 
You are invited to participate in a survey questionnaire to give your responses on 
factors that have an influence on the organisational behaviour of the acquired firm at 
Kansai Plascon. 
This survey will contribute towards research carried out by Mr Anele Mesani for the 
dissertation in the Master of Business Administration Degree offered by the Faculty 
of Business Studies at the Nelson Mandela Metropolitan University. The outcome of 
the research will be available to you, with the aim of seeking improvements within 
the organisation. 
All information that you provide will in no way be connected with your name and will 
be treated with high confidentiality. It will take approximately 15min to complete the 
questionnaire. 
 
Thank You 
Anele 
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APPENDIX B 
 
All responses will be treated with high confidentiality 
  
1of 8 
        SECTION A-BIOGRAPHICAL INFORMATION     
        Please put an(X) in the appropriate box  
    
        1. Number of years employed within the company  
   
        
<1               
1 
1--5                    
2 
6--10         
3 
11--20         
4 
21--30       
5 
30+            
6 
  
  
        
        2. Gender  
       
        
Male                                         
1 
Female                                                           
2 
  
  
        3. Race 
       
        
Black               
1 
White               
2 
Asian           
3 
Indian            
4 
Coloured                 
5 
  
  
        
        4. Functional Area 
      
        
Technical               
1 
Finance/Sales                     
2 
Admin           
3 
Production          
4 
Other                         
5 
  
  
        
        5. 
Position 
       
        
Executive               
1 
Management                    
2 
Staff              
3 
Supervisor   
4 
Other                       
5 
  
  
        6. Educational Qualification 
     
        Tech 
Trade                
1 
Matric              
2 
Diploma               
3 
Degree                     
4 
Higher Degree       
5 
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2 of 8 
SECTION B- IMPACT OF ACQUISITION      
        Please indicate to what extent you agree with each of the statements below by 
placing a circle to the appropriate number 
              1. Employees are motivated as a result of acquisition 
           Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                         
4 
Strongly Agree          
5 
        2. Management was involved in the post-merger and acquisition 
          Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                         
4 
Strongly Agree          
5 
        3. Policies, strategies and practices changed for the better  post 
acquisition 
         Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                         
4 
Strongly Agree          
5 
                4. The integration of people and organisational cultures was done in an acceptable  
manner  
       Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                         
4 
Strongly Agree          
5 
        5. After the acquisition the business market share has improved  
          Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                         
4 
Strongly Agree          
5 
        6. The performance of the organisation is poor 
            Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                         
4 
Strongly Agree          
5 
        7. Working conditions were better before acquisition and merger  
          Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                         
4 
Strongly Agree          
5 
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3 of 8 
SECTION B- IMPACT OF ACQUISITION CONTINUE     
        Please indicate to what extent you agree with each of the statements below by placing  
a circle to the appropriate number  
    
        8. Employees were involved in the post merger and acquisition process 
 
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                               
4 
Strongly Agree          
5 
        9. After acquisition management and control has improved  
  
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                               
4 
Strongly Agree          
5 
        10. Post acquisition productivity has improved  
   
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                               
4 
Strongly Agree          
5 
        
        11.  Post acquisition there is a huge improvement in research and development
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                               
4 
Strongly Agree          
5 
        12. The acquirer has benefited more from the acquisition process 
  
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                               
4 
Strongly Agree          
5 
        13. The acquired firm has benefited more from the acquisition process 
 
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                               
4 
Strongly Agree          
5 
        14.  Knowledge transfer between the two firms was acceptable 
  
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                               
4 
Strongly Agree          
5 
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4 of 8 
        SECTION B- IMPACT OF ACQUISITION CONTINUE    
        Please indicate to what extent you agree with each of the statements below by 
placing a circle to the appropriate number 
      
        15. After acquisition there is high uncertainity about the future 
  
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                         
4 
Strongly Agree          
5 
        16. Employees are less motivated as a result of 
acquisition 
   
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                         
4 
Strongly Agree          
5 
        17. The absenteeism rate has increased  
    
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                         
4 
Strongly Agree          
5 
        
        18. Productivity has decreased  
     
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                         
4 
Strongly Agree          
5 
        19. Employees are resisting to change to this new culture 
   
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                         
4 
Strongly Agree          
5 
        20. Staff retention is poor  
      
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                         
4 
Strongly Agree          
5 
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5 of 8 
SECTION C-  ORGANISATIONAL CULTURE     
        Please indicate to what extent you agree with each of the statements below by 
placing a circle to the appropriate number 
     
        1. There is cultural differences between the two companies 
  
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                               
4 
Strongly Agree          
5 
        2. The values of  the decision makers of the acquiring and the acquired firm 
differ 
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                               
4 
Strongly Agree          
5 
        3. The culture of the acquired firm has changed  
   
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                               
4 
Strongly Agree          
5 
        
        4. There is weak belief in own competitiveness 
   
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                               
4 
Strongly Agree          
5 
        5. Multiculturalism exists within the organisation  
   
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                               
4 
Strongly Agree          
5 
        6. There is weak ties to suppliers and customers  
   
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                               
4 
Strongly Agree          
5 
        7. The new company has weak identity 
    
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                               
4 
Strongly Agree          
5 
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6 of 8  
        SECTION C-  ORGANISATIONAL CULTURE CONTINUE    
Please indicate to what extent you agree with each of the statements below by 
placing a circle to the appropriate number 
      
        8. There is no sense of belonging within the new company 
   
        
Strongly 
Disagree           1 
Disagree             
2 
Neutral                              
3 
Agree                         
4 
Strongly Agree          
5 
        9. The culture before acquisition was not well determined  
   
        
Strongly 
Disagree           1 
Disagree             
2 
Neutral                              
3 
Agree                         
4 
Strongly Agree          
5 
        10. Prior acquisition there was multiculturalism
    
        
Strongly 
Disagree           1 
Disagree             
2 
Neutral                              
3 
Agree                         
4 
Strongly Agree          
5 
        
        11.  Prior acquisition there was high level of valuing cultural 
diversity 
  
        
Strongly 
Disagree           1 
Disagree             
2 
Neutral                              
3 
Agree                         
4 
Strongly Agree          
5 
        12.  Prior acquisition there was high level of flexibility 
   
        
Strongly 
Disagree           1 
Disagree             
2 
Neutral                              
3 
Agree                         
4 
Strongly Agree          
5 
        13.  Acquired personnel viewed the acquisition process positively 
  
        
Strongly 
Disagree           1 
Disagree             
2 
Neutral                              
3 
Agree                         
4 
Strongly Agree          
5 
        14. Acquiring company viewed the practices and values of the acquired company  
positively 
       
        
Strongly 
Disagree           1 
Disagree             
2 
Neutral                              
3 
Agree                         
4 
Strongly Agree          
5 
 
 
 
 
      
 
  
 
118 
       
7 of 8 
        SECTION C-  ORGANISATIONAL CULTURE CONTINUE     
Please indicate to what extent you agree with each of the statements below by 
placing a circle to the appropriate number 
 
    
        15. The acquiring firm culture is dominent  
    
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                               
4 
Strongly Agree          
5 
        16.The acquired firm wanted to preserve its old 
culture 
   
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                               
4 
Strongly Agree          
5 
        17. A new culture is being shared by the two companies  
  
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                               
4 
Strongly Agree          
5 
        
        18. A new identity has been created  
    
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                               
4 
Strongly Agree          
5 
        19. Employees are practising the new culture 
   
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                               
4 
Strongly Agree          
5 
        20. The new culture is a true reflection on the organisation brand 
  
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                               
4 
Strongly Agree          
5 
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8 of 8 
        SECTION D-   IMPACT TOWARDS EMPLOYEES    
Please indicate to what extent you agree with each of the statements below by 
placing a circle to the appropriate number 
      
        1. Merger and acquisition has impacted positively  in my 
performance 
  
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                        
4 
Strongly 
Agree          5 
        2. I feel that I am better off after the merger 
    
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                        
4 
Strongly 
Agree          5 
        3. I am currently happy with my role  
     
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                        
4 
Strongly 
Agree          5 
        
        4. The announcement of the mergers and acquisitions increased my 
anxiety 
 
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                        
4 
Strongly 
Agree          5 
        5. The merger has influenced my positive attitude and behaviour towards my 
work 
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                        
4 
Strongly 
Agree          5 
        6. The merger has affected my commitment towards the 
organisation 
  
        Strongly 
Disagree           
1 
Disagree             
2 
Neutral                              
3 
Agree                        
4 
Strongly 
Agree          5 
        
        
  
Thank you 
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APPENDIX C 
 
CONTACT DETAILS 
 
 
Contact persons   : Anele Mesani 
   
Email     : amesani@kansaiplascon.co.za 
 
Landline    : +2741 3791694 
       +2741 4011510 
 
Physical Address    : 2 King Road  
       Ben Kamma 
       Port Elizabeth 
       6025 
 
Courier Address   : 2 King Road  
       Ben Kamma 
       Port Elizabeth 
       6025 
 
